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PREFACE

As the demand for labor increased and the supply decreased (as happened most dramatically
during wartime) more women entered the labor force: first, single and widowed women, then
married womem and finally young women with pr;schaal r;-hildreni
ability of attractive jobs and
wages aridi abcws alL thmr own fmancla,l needs. !n ﬂﬂt!;‘rmg the work force, they overcame most
of the historic barriers that presumably blocked their way — attitudes, culture, stereotypes,
bias, training, education, family obligations. The barricrs fell inevitably as demand grew.
Women found that they could do men’s work, that their children, at least at certain ages, usually
got on well without them, that they (and their husbands) wanted and needed the income, and
that working was a respectable activity for women. Necessity and opportunity (demand)
initiated cultural invention and determined the quantity, or the supply, of women workers.

5till, the majority of women remain outside the work foree, either because demand for their
labor is insufficient or because the remaining supply barriers diminish their desire or ability to
work.

The supply of women workers is also extremely responsive to changes in demand within
specific occupations and industries. Thus, qualified women candidates have been found (often
with the aid of outreach and some training) for openings in the most traditionally male
occupations — skilled trades, engineering, police, military, various technical jobs,
management. When the demand barriers to these occupations are removed by law or labor
shortages, the flow of qualified women into them has proceeded with amazing speed.

This is not to say that the characteristics of women workers do notinfluence the amount and
kind of women's labor force participation, Demand itself can be influenced significantly by the
attitudes, consciousness, and organized efforts’of women, as witnessed in the recent past.
Certainly these supply factors have had an impact on the distribution of demand and the
employment of women in nontraditional jobs. They have had little impact on ihe level of
aggrepate demand, however, since womeil have done rather little, through political efforts, to
increase demand and employment rates.

The Employment and Training Administration’s Office of Research and .Development
(ORD), of the U.S. Department of Labor, has undoubtedly supported more research on
women and work (including the present study) than any other single sponsoring agency, public
or private. This does not suggest that coverage has been exhaustive, only that it has been more
ample than what can be found elsewhere.

In addressing the employment problems of the disadvantaged, the ORD has also sponsored
numerous development projects that affect women workers. The original mandate of title [ of
the Manpower Development and Training Act of 1962 (later replaced by the Comprehensive
Employment and Training Act) required that a program of experimental, developmental,
demonstration, and pilot projects be set up for the “purpose of improving techniques and
demonstrating the effectiveness of specialized methods in meeting the manpower, employment,
and training problems of worker groups such as the long-term unemployed, disadvantaged
youth, displaced older workers, the handicapped, members of minority groups, and other
similar groups.” Women, while not specifically listed, have clearly been covered among “other
similar groups” in the application of the mandate.

This volume reviews what has been learned about women and work, mainly but not
exclusively, from research and development (R&D) projects sponsored by the Employment
and Training Administration (formerly the Manpower Administration) of the U.S.
Department of Labor,! and explores some directions that future policy on women might follow,

'The reports on the projects, which are identified in [ootnotes, arc Division, Springfield, Va. 22151, which can provide prices. For ease of
dmmgm;h:d from others cited by the designation ETA-ORD, and may be identifieation, the accession numhzrs that identily the reports in NTIS files
supply of reports for distributian is exceedingly are alwe given in the footnotes and should be cited in querying NTI4.
lmmsd and rendcn who want specific reports are requested to order them Accession numbers for a few reperts were not available at press time; the
from the Nationa! Technieal Information Serviee (NTIS), Operations numbers may be oblained from ORD.
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Many reviews of the various topics of R&D projects have been conducted, including those on
labor market analysis, job analysis, the correctional field, and methods of assessing the
disadvantaged. The present review differs from the others in that it cuts across the R&D topics
to select all projects bearing on women in the work force. Indeed, its scope mcludu most
subjects covered by manpower inquiries.

The majority of the research focused on either the persistent earnings gap between men and
women or one or another aspect of the labor market as it concerns women. Gut of this body of
research have grown two contending schools of thought to explain, and ultimately to improve,
the inferior position of women workers, These are summarized in the first chapter, as
background for the analyses of the male-female carnings gap presented inchapter 2. Chapters 3
and 4 discuss the studies of the labor market, including the National Longitudinal Survey,
which provides a unique set of data following for 5 years the experience of young women and
those in the age group 30 to 44, when most have completed their families. -

In chapters 5 to 9, which concern efforts to upgrade the labor market status of women, the
relevant research and development projects are first reviewed. Then other government activities
that affect women at work are discussed: (1) Manpower programs, including the Work
Incentive Program, to which u special chapter is devoted: and (2) the policies and actions of the
U.5. Employment Service, the Equal Employment Opportunity Commission, and
occupational licensing authorities. The choice of these agencies for review is not intended to
(indeed, cannot) denigrate the importance of the Women's Bureau of the Department of Labor,
whose small staff has served since 1919 as the principal women's advocate within the Federal
Government, although it has not had responsibility for operating programs for the direct
assistance of women workers,

The final chapter refletts iy of the conclusions and recommendations that emerged from a
conference convened by the Women's Bureau on research needed to improve the employment
and employability of women,? as well as the conclusions and recommendations of other
students of women’s employment problems. Ultimately, the author of this work is fully
respousible for the selection, use, and interpretation of the data presented, as well as the
conclusions drawn {rom the studies reviewed.

#Results of Warkshop on Hessarch Needed o Improve the Employment and Emplovahbility of Women™ (thmkhm U.E. Depuament of Labar,
Women's Bureau, 1976)




1. INTRODUCTION: THE DUALIST THEORY
AND HUMAN RESOURCES

The dual labor market theory raises a provocative issuc
about women and work. In its extreme statement, the theory

' argues that there isa castelikg divisicm bc’:lwcen ectors Df lhe

The secandafy se lgr le;rs the pgar Jbe, lnw wayz,es dnd
benefits, poor working conditions, job insccurity. few chances
for advancement, and arbitrary supervision,

According to the dualists, minorities, and to some cxtent
women, are more likely than others to be assigned to occupa-
tions and industries in the secondary sector and to be held
there by an almost impenctrable barrier of discrimination.

Andrisani, testing the dualist theory with data from the
National Longitudinal Survey of male workers. found that

_barriers between sectors were clearly present. It is “at odds

with the facts to sugpest that equivalent levels of human
(:apital mmivaticm and ds’:maﬁd rendér Qppartunities

result fram mddcquate mvcﬂments in edugatlani lmmmé,

and mﬁer Euﬁxan E{xpital rcsaurces, and they propose policies -

Duah;lg u;nd to view such puhue\ as insufficient, or even
futile and wasteful, in the presence of institutional discrimina-
tion. Increasing the general demand for labor (through full
employment) and improving the employability of women
(through education and training), while important in their
view, are not enough to overcome discrimination and job
disadvantages.

Some dualists talk about a *human capital overkill.” and
insist that educational credeniials are overemphasized and
unrelated to job requirements or productivity. Instead they
I stress such policies as strong and enforced anti-
dlscrlmmatmn laws, the resteucturing of jobs to offer more
opportunities to women, the reduction of irrefevant creden-

iZee P:l:r 8. Deeringer 2

!Lumgxun Mass.: D C. H
“Manpower Re

Indimﬂal Rg[almnj Re.feg’rfi!(

H d Lu l‘;‘?l) ETA l}*v"-”'ﬁ [4H I‘ﬂiﬂ‘! Hee also (nrlhi
d Manpower Palic in Aaron ef gl ed., in A Review of
dustrial Relations Research Associ uinﬁ. 19711, w51l

1Paul Andrisani. An Empirical Analysiz of the Dual Labor Mdrket Dhwory {Columbits, Ohiv: The
Ohic State Unjversity Research Foundation, 1973, ETA-ORIZ  N1I% PR 225528
id.. p. 86,
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tmhsm unionization of th stcnndary sector, incma%ed

n:«:l1~_ﬁlnbl,mm5 mam.) dnd, power,

Many dualists believe that discrimination is so entrenched
that even high levels of labor demand will not casily dislodge
it. Under conditions of increased demand. they say, employers
will simply divert their hiring to the secondary sector (through
temporary help or subcontracting) or bid up the pay of
available primary workers, rathc’r’ than dra'w' x‘ecomjary

age whm; men are pnj'a,ry warkersi and sgcondary wnrl{era
are mainly women, minorities of both sexes, the old, the
young, and the handicapped.

The main policy question raised in this discussion is. To
what extent is the labor market dl‘sdd\'dﬂldy‘: of women and
others the result of shortcomings in their education, training,
motivation, commitment to work, and work experience, and

1o what extent is that disadvantage attributable to inequities

and discrimination in the labor market, or to inadequate
demand?

Like most researchers, Andrisani found a rather close
association between educational attainment and job status. In
other words, the greater the human resources, the higher the
job status tends to be. Women of the same educational attain-
ment as men, however, tend to have a markedly lower job
status. Education and training, then, have a significantly
lower payolf for women than for men, although the payofffor
women is nonetheless real and present. Thus, both education
and discrimination apparently have important effects on the
work women do.

The dual labor market and the human capital perspectives
call dtt{:nlian to the é’uen&:ivg icb se}:rcgatigﬁ m’ women ;md

[IDl‘l'dl mlt,s cunhm: s0Mme women ln E aemndary ldb(}[ markcli
some 10 the less desirable jobs in the primary market. and
permit very few to enter the more desirable primary market
jobs.

C’lmrly, lh(; Dp;mtiuns uf lhc dual labor ma

¢t require
risani’s, using
data on female as wrsl,l as malc wmkersi would be helpful. as
would inquiries into the effect of law, political organization,
unionization. and changes in aggregate demand on job
segregation,

The so-called women’s occupations derive not from innate
aptitudes but from sterotyped roles and from long traditions
of dﬁf‘ﬁinai‘lEE ;md %UhSéfViél‘lCC‘ which a democratic society is
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2. THE MALE-FEMALE EARNINGS GAP

The riddle of the earnings gap has perhaps invited as much
speculation as the ancient riddle of the Sphinx. Attempts to
unravel its mysteries have provoked volleys of research
responses, econometric calculations, and partisan exchanges.

‘Size of the Gap

Simply stated, the earnings gap amounts to this: Fully
employed women earn only about $6 for every 510 earned by

. fully employed men, and the gap has widened somewhat

recently, even in the midst of feminist activity. In 1955, fully
employed women earned 64 percent of whit men carned, and
in 1972 they earned only 58 percent, median earnings in 1972
being $10,202 for men and 35,903 for women. Moreover, in
that year, only 11 percent of fully employed women, but 51
percent of men earned $10,000 or over (see table 1).

The gap was present even among men and women with the
same amount of education, although a college degree had a
high relative payoff for women (see table 2).

Table 1. Earnings of Full-Time, Year-Round
Workers,! by Sex, 1972

Earnings Woinen Men

REALE
100.0

16,675
100.0
9.4 4.6

53,000 to $4.999 26.2 6.6

Number with earnings (in thousands)
Percent

- 55,000 to 56,999 29.2 12.6

£7,000 to 9,999 239 249
£10,000 to 514,999 9.7 11.2
£15,000 and over 1.7

'Persons 14 years of age and over,
Sourcs: Prepared by the Women's Bureau from dats published by the U5,

;. Department of Commerce, Bureau of the Census, Current Population Reports,

P50, Ne. 90, 1973,

In every major occupational group, the story was about the

- same: The earnings of fully employed women lagged signifi-

cantly behind those of men. Women fared best, relative to
men, in professional and technical occupations where they

" earned 67.5 percent of male earnings. They fared worst in sales
"~ oecupations, where they earned only 40.3 percent of male

earnings (see Table 3).
These tables and most other calculations use annual income
rather than hourly wage data in computing the gap in male

" and female earnings. The hourly wage is, for some purposes, a

E

- betterunit of comparison. Because a significant part of annual

Q
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Table 2. Median Income of Full-Time, Year-Round
Workers,! by Sex and Years of School
Completed, 1972

Women's median
Income 1%
percent of men's

Median incame

Men

Years of
schoul completed Waomen

- High school:

ary schook
Less than 8 years
Hy

$7.042 9.9
8.616 554

54,221
4,784

5,253

9,462 55.5
6,166 7

11.073 55,

College:
[ to 3 years
4 yeurs
5 years or more

12,428 5
14,479 SH.
16,877 6

7.020
5736
11,036

Persons 25 years of age and vver,

Year-Round Workers,! by Sex and Nonfarm
Occupational Group, 1972

Median wage or
salary income

Men

Women's median
income a8

Women pereent of men's

Professional and technical
workers

Managers and administrators
{cxcept farm)

Sales workers

al workers

313,029 67.5

13,741 5312
11,356 40.3
9.656 62.5
10.429 55.0

I ves (ineluding
transport)

Service workers (except
private household)

Private household workers

Nonfarm laborers

M
4
~

5.021 8,702
4,606
2,365
4,755

1.762 59.3

7,535

iPersons 14 vears of age and over,

fFewer than 75,000 men.

Saurce: Prepared by the Women's Bureau from data published by the L5
Department of Commerce, Bureau of the Census, Current Fopulation Reporix
Series P60, No. 20, 1971,

income derives from overtime or second job earnings, the
annual income figure does not tell precisely how equally the
two sexes are being paid. Some of the gap is, indeed,
attributable to the longer hours worked by men (and the over-

9
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~ do not always provide the time-

timne they earn), rather than to the higher wage paid them, In
1959, for example, 41.8 percent of employed men, but only 18
percent of emnloyed women worked over 40 hours per week,!
Even among the fully employed, men’s overtime earnings were
higher. The existing data on the gap, voluminous as they are.
ite information desired.
Nor is the earnings gap shrinking. By 1974, the median
income for women was 56,957, or 57 percent of the $12,152
earned by men.2 In the quarter century since 1950, however,
the number of women in the work force had doubled, while
the number of men had increased by only one-fourth. Thus,
employment opportunities have improved for women, but
their pay has not advanced at as rapid a rate as the pay of men.

Explaining the Gap

Beyond the simple data on inequalities lies a maze of
econometric calculations, Many of these calculations reveal
conclusively that the earnings gap among fully employed men
and women can be attributed largely to the segregation and
concentration of women in low-paying, dead-end occupa-
ticng and industries.

To answer this riddle. however, is to ask another: Why are
employed women concentrated in low-paying occupations
and industries? To what extent can the segregation be
attributed to discrimination, and to what extent can it be
attributed to sex-role stereotypes or to the qualities and
preferences of women themselves?

These and other questions are not yet answered conclu-
sively,"but a number of studies have shed light on both the
questions and the answers.

Attempts to Measure Sex
Discrimination

Oaxaca, using data from the 1967 Survey of Economic
Opportunity, constructed equations'which related individual
wage rates for men and women to experience, schooling,
unicm membérship/c:lass of worker, industry, Qc't:upatiaﬁ
Status, size of urb;m area, and rf;gmn -— and, for wgmeni tha
number of children in the household.? To avoid controlling
“for many of the sources of discrimination against women,”
thereby underestimating its effects, one set of equations did
not control for occupation, industry, and union member-
ship/ class of worker.4

Personal characteristics alone explained less than one-
fourth of the earnings gap for whites and less than one-tenth of
that for blacks. The employment-related variables explained

Wietor R. Fm:h;. “l;hﬂ‘erente; in Hourly Earnings Between Men and Wamen,™ Monthly Lahor
Review, May 1971, pp. 10-14.

S1alistical Portrait of Women in the United States (Washingion: U5, Departinent of Commeree,
Bureau of the Census, April 1976). Current Population Reports, Series P-31, Na. 588, p 47,

'Ronald L. Oaxaca, Mak-Femoke Wage Differentivls in Urban Labor Markets (Prineeton, N
Princeton University, 1971). ETA-ORD=NTI5, FB 199974,

4Ronald L. Daxaca, “Sex Discrimination in Wages,™ Orley Ashenfelter and Albert Rees. eds., in

Diserimination In Q:b@riHﬂrkcL! (Prineeton, N.J.: Princetun Univeraity Press, 1973), p. 131, 1 0
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about one-fifth and two-{ifths of the respective earnings gaps.
The unexplained difference — over one-half of the total for
whites and nearly one-half for blacks even when the employ-
ment measures were included — was attributed to sex
discrimination.

His study showed that “uninns benefit males relative to
femaler chiefly because of the .maller extent of union mem-
bership among female workers. What may appear as union
exclusion of female membership is actually occupational
exclusion. If females can be encouraged and allowed to enter
the higher paying unionized occupations, then the problem of
the differential impact of unionism should take care Df itself.™
Of i usion of
women fram h:gher’ paying occupations and industnes, while

other unions astively seek to recruit and organize women
workers,

In his sample, 28 percent of white men were members of
unions, compared with only 12 percent of white women,
Thirty-two percent of black men were union members,
compared with only 1] percent of black women. Concluding,
Qaxaca said:

@=r study confirms the necessity of antidiscrimination laws: however, it
also indicates that mere passage of such legislation is insufficient to eradicate
completely sex discrimination within any reasonable time span.

The Federal Equal Pay Act of 1963 is certainly a welcome ally in the fight
i rination, but its usefulness is limited to reducing only one form
ion. Equal pay legislation is not likely to eliminate wage differ-
ences completely between men and women in narrowly defined occupations,
much less to have any large-scale effect on the overall male-female wage ratio,

Title VII of the Civil Rights Act of 1964 is supposed to put an end to sex
discriminatory hiring practices; however, available statistics show that
women are far more likely to complain to the authorities if they are paid less
than men performing the same tasks at the same place of work thanif they are
not hired for a particular job in the first place.®

Oaxaca also pointed out that there is less sex discrimina-
tion in government service than in private employment, that
_)Db opportunities for women are relatively greater in larger
n areas, and that women are less likely than men to
migrate for work.

Kohen and Roderick, in examining the National Longi-
tudinal Survey. data on early career earnings, found that the
usual estimates of the effect of sex diserimination are con-
servative. Their findings “strongly indicate that sex dis-
crimination is more virulent than racial discrimination.
Specifically, more than nine-tenths of the observed female-
male wage difference is attributed to sex discrimination,
whereas less than one-fourth of the black/ white differential is
attributed to current racial discrimination in labor markets.

“In addition, we find that sex discrimination is a relatively
heavier burden for young black women than for young white
women. Further, our calculations imply that racial dis-
crimination iﬂ the labor market is quantitatively more
onerous for males than for females.”” Thus, a young black
woman's sex is a greater handicap than her race.

“Finally, our results demonstrate that even in the late 1960’s
youthful black workers of both sexes were discriminated
against more in the South than outside the South.”

bid }E{

sbid,, p. 149,

'Andrew 1. Kohen and Roger . Roderick, The Effects of Race and Sex Discrimination an Early
Career Earaings (Columbus, Ohie: The Ohio State University Research Foundation, 1975), p. 32,
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*In another report of their findings.* Kohen and Roderick
indicated that both the amount und the quality of schooling
directly and significantly .ffect the hourly carnings of women,
for both racial groups. They also reportedihat young white
women in atypical occupations receive higher wages thun their

ounterparts in typical female occupations.

Eflortsto explain the earnings gap have computed the ‘Cun—
tributions” made by an assortment of characteristics on which
males and females differ. Five of the six econometric studies
reviewed by Sawhill’ put the “residual gap™ (after male-
female differences in age, education, race, residence, experi-
ence, unionization, turnover, absenteeism, hours worked,
etc., were controlled) at about 33 percent. That is, these differ-
ences accounted for only two-thirds of the pay gap.

In the sixth study, where the detailed occupations of men
and women were controlled. a residual gap of only 12 percent
was found.'? This suggests that the carnings gap is largely a
feature of the low-paymyg, dead-cnd jobs in which women
work,

The large residual gap. Sawhill said, can presumably be
attributed to discrimination, both individual and institu-
tional. Institutional discrimination would include recruit-
ment policies and informal networks of hiring and advance-
ment. More information is needed, she suggested. on dis-
crimination by individuals: who discriminates, which individ-
uals (perscxnnel pcnplc managers mhers‘)* and whv they

ﬁ:mala turnover mtc.z. or uthf.:r reasons.

Work experience is commonly seen as a significant variable,
Sawhill's study of single women showed negligible returns on
experience to women. That is, the length of time women had
worked did not help much to close the earnings gap. Experi-
ence probably offers some returns to women, she concluded.
but considerably less than to males with similar charac-
teristics. Her suggestions for further research included:

More information about work experience, sinc the
available data from the National Longitudinal Survey, the
Bureau of the Census, and the Bureau of Labor Statistics are
insufficient.

Information about the contribution to wage differences
of sex differences in physical strength and the limited geo-

graphic mobility of married women.

ERI

3.. Analytic tools to monitor pay levels and employment
policies at the firm level.

4. More information about discrimination by individuals.

5. Study of thc’: social cc’msequences cnfthe gap (The Surwy

im::rking wivcss in familié:s had been paid wages camparabie to
those of males.!!)
6. Analysis of possible changes in the gap over time,

*Andrew . Ko
Among Young
Assgeiation, 1972

satistical Association, 19731

he Earnings Gap: Re h Meeds and lssues ™ aper presented ity Workshop
mprove the Emplayment and Employ ahihts of Women. convened by the U 8
hivt, Woumen's Bursau, June 7, 1974,

"*Henry Sanford, "Fay Diff
Review, July 1964, pp.

ces Botween Men and Women,™ ladustrial and Labur Relations.

"' Five Thousand Americun Fumilies — Fatterns uf Evonumic Progress tAnn Arhor, Mich . Survey
Reszarch Cenier, 1974),
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A useful contribution by Blau'?to research on the earnings
gap and sex segregation found that earnings differences
between the sexes within oceupations are largely because of
pay differences among firms rather than within firms, That is,
a male and female clerk, for example, will carn more nearly

same wage il they work in the same firm than il they work
different firms (even in the same industry),

This finding may seem apparent on its , but in tact pay
differences among firms (interfirm) have been largely
neglected. The Equal Pay law, for instance, prohibits a firm
from paying different wages to males and fcmales who
perform the same work, but is not concerned with earnings
differences armong firms.

Moreover, says Blau, the higher the wages paid by a firm,
across occupations, the lower the proportion of women
cmployed in the firm is likely to be. Again, this finding is con-
sistent with dual labor market theories. Women tend to be
concentrated in lower wage firms (and industries), so their
carnings tend to be lower even when they perform the same
occupation -— clerk, bookkeeper, janitor — as their male
counterparts in higher wage firms. “In each occupational
category, male workers are primarily sought by and attracted
to the higher wage establishments, while female workers are,
for the most part, constrained to seck employment in the
lower paying firms,™3

This useful study poi
which women work, :
ing the carnings gap.

ts out the significance of the firms in
well as their accupations, in explain-

The Ro
ndustry

e of Occupation and

[2-]

e

Female Concentration. Fuchs reported that of the 100
occupations employing over 100,000 people, only 46 employ
as many as ?5 ()DD ()feﬂch sex, “Wh&n sex differentials across
of the most striking findings is
hcw fcw nccupatmns employ large ﬁumbers of bmh sexes.

El,nd a sxgmhcdnt fr;u;tmn DfWC)lTlEl’! wmk in Dccupatmns that
employ very few men.”

He was convinced that if .cupational classifications were
pushed far enough, nearly all of the earnings gap could be
explained. "In doing so, however, one merely changes the
form of the problem. We would then have to explain why
occupational distributions differ so much.™?

His own explanation was that in my opinion, most of the 40
percentage points(differences in average hourly earnings) can
be explained by the different roles assigned to men and
women. Role differentiation, which begins in the cradle,
affects the choice of occupation, labor force attachment,
location of work, post-school investments, hours of work, and
other variables that influence earnings. Role differentiation

als and Differences in the Distribution of Emplovment of Male
dagd hmalr r?fju—: Hmrln'rr i\iamhndg: Mass.: Harvard University, 1975). ETA-GRD.
Uhid,, p. 167
ictor K. Fuchs, "Differences in Hourly Earnings Between Men and Wamen,” Monthly abor
Review, May 1971, pp. 10-14,
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can, of course, result from discrinination, We have not found,
in this preliminary study, evidence that employer discrimina-
tion is a major direct influence upon male-female differentials
in average hourly earnings, Diserimination by consumers may

be more significant.”

Waldman and MeEaddy reported that, “in January 1973
most industrics paying average woeekly carnings of iéss than
$100 were female-intensive.”™1® The average pay of all manu-
facturing workers in January 1973 was $159 a week. The
average for those in femalc-intensive manufucturing
industries was much lower. In the apparel industry, for
example, in which 81 percent of employees were women, the
average was only $93 a week. In the service industries. the
most female-intensive of mujor industry groups, carnings
averaged $111 a week. In hospitals they averaged $108. and in
hotels and laundries-drycleaners, they averaged $76 and 387,
respectively. In retadl general merchandise, another female-
intensive industry. carnings averiaged $82 per week, Part-time
work explains part, but by no means all, of the meagerness of
these earnings.

In male-intensive industries, suchas construction {6 pereent
female), earnings averiged $223 4 week: intransportation and
public utilities (21 percent female). carnings averaged $196 o
week, Switchboard operators averaged $125 and telephone
line construction employees 3228, As for manufucturing
industries, in transportation cquipment (10 percent female),
carnings averaged $210 a week: in malt liquor (7 percent
fernale). they averaged $229 a week. ‘

In retai} trade, the most female intensive industries were the
lowest paid. But employees of motor vehicle dealers (89
percent male) were among the highest paid retail trade
workers — $152 a week, '

The authors pointed out that women have often been
barred systematically from méle jobs. Paul Samuelson's basic
college text on economics says in this regard. ™. .. ina large
electrical goods plant, jobevaluation expertsdivide all fuctory

pay of the men begins about where the women's highest pay
leaves off; yet both management and the union will admit. off
the record, that in many borderline jobs the productivity of
the women is greater than that of the men.”t®

Area wage surveys of six industry divisions show that pay is
consistently higher for men than for women in the same occu-
pations.!”

Opportunity and Segregation in the Service Society. The
two master trends of the 20th century lnbor market have been:

{2) the shift into the service sector, where two-thirds of the
labor force are now employed.

The first shift had obvious consequences for society and
women workers: urbanization and industrialization. It per-
mitted women to leave farm and domestic work and find jobs
in industry. One study found that the latter shift. the so-called
sectoral transformation, “has been crucial for the employ-

1Elizabeth Walémgﬁ a
and Occupation.” Manthly

AR Afulyss by ndnstry

d Beverly J. MeEaddy, *Where Women Waork
abor Beview, May 1974, p. 10,

Vidrea Wage Survevs: Metropohtian Areds, U
U.4. Department uf Labor, Bureay of Labor Stat

stiex, 19711 Bull. 1664-92
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. and Regional Summaries, Pead. T (Waslington:
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r 75 percent of all employed women

T

ment ol women, since ov
are to be found in servic

Service s too heierogencous a clussification to be meaning-
{ul, so the rescarchers offered this classificatory scheme:

1. Extractive (mining, agriculiure)

2. Transformative (manufucturing)

Services

3. Distributive (of goods from extractive and transforma-
tive indistries)

4. Producer services (as accounting and advertising which
cater to goods-oricnted producers)

5. social services (health, education, wellure, ¢le.)

6. Personal services (consumption oriented, the most
heterogeneous category, usually offered by small emplovers).

The social services. most of them in the public sector, have
been among the most rapidly growing of the services. In the
century ending in 1970, they grew from 3 percent to 22 percent
of the labor force. In 1970, they employed a third of all
working women, Among these social services, medical and
health services, hospitals and education alone emploved more
than a fourth of all working women (compared with less than

which declined slightly).

Whether the social services will conlinue to be growth
industries is uncertain. In at least one major social service
where women are concentrated — education - an extended
decline s in process.

Distributive services have generally held their own, while
personal services have declined. *One of the distinguishing
features of the service society is the lack of servants: it is not so
much individuals who serve, but rather firms and organiza-
personal to social and producer services.
are much less unionized than in the transformative
rily meun that 1his relationship will
now there will be little difference
tion, "

The fact that servie
sector at the present time does nol nece
continue to hold, Perhiaps 50 years £
between the two in the degree of unie

Women were most likely to be full- rather than part-time
workers in the transformative (or manufacturing) sector, and
least likely to be full-timers in the personal and social services.
Women were somewhat less likely than men to change {rom
one sector to another. Of those who changed. the largest
number went into social services — while men were more
likely to shift to manufacturing.

emplovers about female worker transiency, these researche
cmployers about | le worker t ncy. these researchers

found that, *When occupdtional status is conirolled for, those
industries with a high proportion of Jemale employment have
lower quit rates than industries in which there are only a few
women employed.”

spend less time working than men and therefore receive less

UHarley .. Hrowming and Joachim Singelmann, The Energenve of @ Service Sorielv: Demographic
ard Sucielvgal Aspects of the oral Transfurmation of the Labor Foree in the U8 A, [940-1970
tAustin, Tex.: The University of Texas, 1975), p. 248 ETA-ORI2.

BSikid., p. 237

Bihid., p. 238,




ob tralnmg In 1970, 66 percent of employed women
59'2 percent of employed males had at least 12 years of
”ualmg

The. researchers concluded that the decline of agricultural
nd domestic work and the growth of service industries had
nificantly improved the status of women, enabling many ot
1 to find jobs, but that new government policies would be
eeded to make comparable improvements in the future.

Differences in the occupations of women and men, they
aund are alsa substamlal and deaplte the meact :jf law and

gmen worksrs were in clerlcaljobs Whlle men were con-
ntrated-in craft and higher level managerial jobs, women
vére concentrated in both clerical and service occupations.
Women had not gamed much in the male professions either;
law, engineering, architecture, and medicine were still more
than 90 percent male, although professional hE:hQQl enroll-
ients among women have risen.

~_"-'VWQV!'I‘!ED in Atypical Occupations. Examining National
Longitudinal Survey data. Shortlidge and Jusenius?' found
“that in the 5-year period ending in 1971, white women tended
o move out of traditionally female occupations, but black
women tended to move into them especially into clerical jobs.
- The occupations of white women became /less traditional and
1 he occupations of black women more traditional.,

"Black women who moved into typical jobs EXPEI‘IEHCEd a

“relative earnings decline (from 89 percent of the income of
-white women to 81 percent). Black women who moved into
'atypn:al _]Dbs and away fmm wamcn ] wnrk experlgn:ed a

a_mmgs to 90 percent). The Earmngb of white women WhD.

moved-into atypical jobs also rose relative to othe..

"Both black and white women who were in atyplcaljnbs in
-1971 had higher hourly pay rates than women in typical
female_]obs “Thus, the elimination of barriers to the move-
ment of women from traditionally female occupations
-appears to have had beneficial economic consequences for
hose who made such changes.”22
The experience of women with and without high school
_diplomas differed, however, Among women with high school
iplomas, the greatest rise in earnings occurred among those
who worked at atypical jobs in both years. Such was not the
case for women without diplomas. The greatest rise in
‘earnings for these women occurred among those who were in
-traditionally female jobs in both years.

“'Nor did movement into atypical jobs automatically bring
more_job satisfaction. White women with a high school
diploma who moved into atypical jobs tended to be more
‘satisfied with their work. White women wirhout a diploma
‘tended to be less satisfied when they moved into atypical jobs.
‘The explanation for this perhaps lies in the fact that not all
‘atypical jobs, that is, tradltmndlly male jobs, are attractive,
~-Many are, especially those requiring skill and training, but
“/ many are not, especially those that need unskilled, dirty, hard
manual labor. The more educated a woman is the more likely

) “Cirﬁ? L Jusenius and Richard L. Shorilidge, Jr., Dual Careers: A Longimudinal Sty of the
- Labor Market Experience of Women (Washingion: U.S. Depariment of Labor, Manpower Adminis-
- tration, 1975). Manpower Research Manograph No. 21, val. 3.

£, Hibid., p. 91,
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she is to qualify for the desirable male jobs. Indeed, typical
male jobs have been said to follow a bell-shaped curve, with
males preempting most of the best and the worst jobs in the
labor market,

Differences in Work Experience

Using Social Security and census data, Gastwirth con-
firmed and enlarged other {indings about the role of occupa-
tion and industry in the earnings gap.” He found that male-
female pay inequalities varied over the different industries,
and that more recent female entrants to the labor force earned
more nearly as much as males than did women more experi-
enced in the labor force,

He concluded that women do not receive the same
economic return for continuous work as mendo. Indeed, they
tend to fall further behind as time passes. The relative status of
the sexes is nearer to equality in occupations where men are
emploved in substantial numbers. Inequality tended to be
gedtest in nceupdnom dammated numerically by women. T(:

data (new l‘ure [in::lu:le,s.i st,c:;) as W!::ll as Eﬂ[’ﬂ!,ﬂés da[a

Clearly, the work experience of women and men is very
different. Their job assignments, and their earnings, follow
markedly divergent paths through the life cycle. The earnings
of men start out at roughly the same point as those of women,
but they rise sharply until the preretirement years, while the
earnings of both ever-married and never-married women rise
very little. Chart | shows that this pattern applies even to men
and women who are equivalent in education, race, region,
weeks worked per year, and hours worked per week.

In one discussion of work experience and the “depreciation

.of human capital” in explaining the earnings gap, Mincer and

Polachek, after examining National Longitudinal Survey
data, asserted the following;

1. The periods of time women spend at home rather than in
the work force — particularly when associated with marriage
or the birth of the first child — result in a net depreciation of
their human capital and their earning power. The earnings
depreciatian f‘or l"ﬁarﬁéd women amounts to, on an average,

2, Aftsr leavmg 5:!1@0!, men are likely to acquire more
work experience than women. These differences in work
experience account for at least 45 percent, and perhaps as
much as 70 percent, of the gap in hourly earnings between the
two groups.

In a reanalysis of the NLS data, Sandel and Shapiro
asserted that Mincer and Polachek’s findings suffer from
serious errors stemming from the “econometric specifica-
tion,” the uses of several key variables, the treatment of the
“simultaneity problem,” and the use of NLS data in which
there was a coding error.?

They concluded that “the effect of ‘depreciation’ of human
capital on women’s earnings is less than one-half of | percent

"Ju;E]‘;l 1. Gnslwmﬁ,"ﬁml istical Mensures of Earnings Differentials,” The American Staristivian,
February [975, ppr32:35.

#jaeoh Mincer and Solomon Polachek, “Fomily Inves in Human Capitul: Earnings ol
Women,” Journal af Pﬂlltlml Erononiy, Mun:h[l\pnl 1974, pp. 876-5108,

#5teven H. Sandell and David Shapirs, The Theary of Human Capital and ihe Earnings of
Women: A Reexsarnination af the Evidence (Columbus, Ohis: The ©Ohia State University Researeh
Foundalion, 1975). ETA-ORD.
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per year out of the labor force — or less than one-half of the
= magnitude originally reported by Mincer and Polachek.
- ;ln addition the contribution of differences in work e'{pens
ence between men and women in explaining wage differences
by sex is substantially less than indicated by Mincer and
‘Polachek. . "%
“What'is al stake inthis often tormented econometric debate
-.is basically this: Do women bring on their own earnings and
')f'"]ob plight, in effect, by quitting their jobs for home duties, and
“. missing thereby important years of job experience and
i -training? Or is their plight attributable more to various forms
';;'csf stérebtypin;; and institutiandl discﬁminatigﬁ‘?

apparently dttnbutable fdl‘ more ta lht. Ed ucation, rath&r than
"““the experience, they acquire. Among women with com~
- parable characteristics (education, race, residence, worktime)
those who never mariy-show roughly the same flat lifetime
earnings profile as those who do marry (see chart 1), while
" men of similar characteristics experience a’ steeply rising
‘income curve in mid-career. This suggests that the earnings
“pap and female dead-end jobs must be explained mainly, but
. not wholly, by factors other than lost work experience.
- Experience is more important to some jobs than to others.
It is also more important to jobs that require skill and experi-
ence than to those routine blue- and white-collar jobs that
_require little or none. At the same time, turnover and quit
rates are much lower, and career commitments much higher
. among women in jobs that require skill and experience.

On- The=J0b Trammg Investments

Can the earnings gap and the job assignments of women be
_attributed to high job turnover rates and the fact that
emplgycrm expecting women to quit, are reluctant to invest
 money in their training?
~_ This argument is made. but its validity depends on proof
“..that the job turnover rates of women are significantly higher
than those of men. As will be seen in chapter 5, the evidence
indicates that the common assumptions about female turn-
~over rates are not valid
Qnsthgijcfg training in cm‘cr:»lcumm,5 income d!f, erences bgtween
_--the sexes.?” The amount of such training, he said. is basic to
- understanding the earnings gap. Women are much less likely
to receive such training than men, mainly, he assumed,
- because employers, expecting women to quu hesitate to
" invest in their training.
~“Skill surveys find that most job skills’ are acqulred in an
informal on-the-job training process,” he continued, citing a
1963 inventory of the training of adult workers.® That survey
showed that nearly three-fifths of the workers with less than 3
yéars Df colle;ﬂe l‘md ﬂcquirgd some Dl" lheirjcb :l-:illi; thrnu;;h

lbid,, p. 18,

Vlester C. Thuraw, Job Comperition Model Jor Disteibuting Earmngs (Cambridge. Mass:
Massachusetts Institute of Technology, 1975). ETA-ORD --NTIS, PB 255)dK,

# Farmal trcupational Trainirg of Aduli Workers {Washingion: U, Depaniment of Lihar,
1984). ManpowerAutomation Research Manopgraph No, 2
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college-trained group who were not working in their college
field reported that they had acquired cognitive job skills
through informal on-the-job training. When asked to list the
form of training that had been most helpful in acquiring their
curremjob skills‘ Gnly 12 pen:em nflhe w@rker’s with less than

tmn, cumpdrﬁd wnh 37 pcrcem who smd mfﬂrmal. Dn-IhE=ij
learning had been most helpful. ~
The learning ciifves of men on the job rise more steeply than
those of women. The explanation for this is said to liein two
types of learning which men are more likely to acquire on the

- job: Specific job skills; team-work skills. Productivity, said

Ly e

Thurow, “is not solely an individual phenomenon. Team work
is involved. Workers must learn to work with each other as
well as learning their own production skills,” Further, he
claimed, “workers hired from the external labor market are
inferior to those that have been working for some period of
time even if they have identical formal skills."? They are
inferior, he said, because they lack team-work skills.

No evidence was offered by Thurow, however, to indicate
the value, if any, of team work. Such team work could be
usc:tul in estanhshmg informal social contacts that permit

mf@rmatmn through these contacts.
excluded from these networks,

The key determinant of the learning curve, in his view, “is
the mean duration of émployment in the labor force. The
longer the average worker has been on the job the more oppor-
tunities he has had to acquire the necessary skills and interact
with his fellow workers.™¢ Thus, he concluded, the lr:arnmg
curve of women suffers from the lesser duration of their
employment, and from the fact that employers, predicting
that they will quit, invest less in their on-the-job training.
Certainly, fewer of the women than of the men had partici-
pated in formal training sponsored by their employers: 7
percent compared with 35 percent. Job training by the Armed
Forces and in appremlc@shlp accounted for over nine-tenths
of the difference.

He pointed out that while social policy in the last decade has
tried to equalize human capital investments, mainly through .
education, little attention has been paid to on-the-job training
(OJT) investments. Efforts should be made, he said, to
measure the costs, benefits and distribution of OJT, much as
Project Talent and the National Longitudinal Survey studied
the impact of education on income.

Essential knowledge for such a study is held by employers.
“If you argue that industrial firms have a right to keep the
process secret whereby they distribute working skills, then you
have to accept the fact that there probably is no way to alter
the distribution of earnings. You cannot understand it enough
to alter it.”!

In Thurow's view, employers discriminate against women
in hiring and training because “it is efficient” to do so, because
it cuts training costs, and because employers judge women

Women are often

BThuraw, op. cil., p. m’.
"] hid,
hid., p.
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based on the “objective characteristics” of their group. He
argued, however, that law and affirmative action should
intervéne in b&half Gf wc\men and the whole society, to

Cermmly n is an xmpcrmm cgnmbulmn to point out the
neglected significance of informal as well as formal on-the-job

tpiming, and the maldistribution of such training to the sexes.

dxscnmmalg aggunsl women in lmmmg investments ([hdl
they save money by such decisions) or that they accurately
judge the “objective characteristics” of the group, namely the
higher turnover rates of women. Again, all available evidence
suggests that the turnover rates of women in most occupa-
tions are not significantly different from the turnover rates of
males. That being the case, what is left are stereotypes. dis-
crimination, and in some cases, perhaps a time lag. Many
employers belong to 4 generation and class in which women
did withdr’aw frDr’n’ lhe iabar f'arcé for lenglhv perindq

thu, is snll g:ne:mlly lrue;

Two Types of Discrimination

sexes
accgrdmg to Earreu“ have not changed much since the
passage of antidiscrimination legislation. In fact. she pointed
the relative position of women apparently has
deteriorated in the last 25 years. -
Several conclusions, she suid, flow from Gary Becker's
theories about employers” “taste for discrimination.™
Employers would presumably hire women for jobs if they
were willing to work for lower wages. The equilibrium wage
would be lower by anamount that reflectsthe “disutility™ that
women bring to the job. “Presumably a woman could be presi-
dem QFGEﬂEml Motars aroftht: Unitgd ?tmeg for thal matter

“A %econd expldnalmn (also associated with Becker, hut
more ggnemlly thh the nmcldsuml lh,t,ones af hnuxehnld
choice —
choose hlgh-paym&, _ijb. Thlb is ubu;\lly t:xpl;un;d by a
preference for a dual career in which women supplement their

(major) household responsibilities™ with jobs of little
responsibility and flexible schedules that do not interfere with
household demands. Or, “women may choose more passive
and nurturant jobs, such as secretary, nurse, schoolteacher, or
domestic worker, because they are culturally conditioned by
the feminine mystique to believe that any other choice would

?thx'gmsn their femininity.”

MManey 5. Barrewt, The Theorv of Diseriminatnin Revoired (Washington. The Amenican

University, 1975).
MGary 5, Hecker, The Eroncmics of Diserimnaiion (Chicago. The Univeraty o) Chicago Fress,

1957). 1 6
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If thc last argument were true, she in ed, it would be
difficult to explain the clamor of women for more education,
training, and better jobs.

This is not to suggest that the cultof femininity does not play a role indeter-
ussigrnients of young wonien. How-
1lly begs the question of the under-
and

mining veeupational cholees and, or jub
ever, the social conditioning argument

hasis for maintaining  diseriminatory

lving  economie attitudes
prejudices, s

Barrett dts

such markets, the favored subgmup Lrigs to limil the supply of
labor and exclude others from access to those jobs. It doesn’t
really matter who is excluded.

Type 1l diserimination is directed specifically at women and
is associated with their childbearing function. Her views in
this respect are consistent with those just explored. The
earnings gap, she found, is primarily because of differences in
life-cycle earnings. Females earn about 85 pereent of male
earnings when they are young, but only about 50 percent in the
middle years.

The main explanation lur rising uge-carnings profiles is the

tion Df hunnm Ldplml ,; yx_drs ol labor force

utht:r in thr.- lurm of lmmm;; or ;crt;un kmds of JDh prt,n-
ence. *Jobs rcqmrm;; humdn Ldpl[dl investments hiwg career

Pn:.,sumably IhE.ﬁL are [ht more dujxmblc J(,)b,\ !mm whz;h
women are excluded.™’

The life evele of women's earnings — even those who do not
m;xrry - suggasts thut women are gcncri\lly: igned to dead-
r ladders that offer skill

foree to have children,

Type I diserimination 15 the 1 to justify since it is based upon real (or
generaily perceived) differences in labor market performance that a 1 the
ivity of the worker, particularly workers in career=ladder jobs. [ 11 johs
reguire employer investment in job training in the early venrs,] then there will
be u reduction in the payoff to the employer if the woman drops out to have
children. :

Type Il discrimination can be dealt with in two ways:
(1Y Men and women can share child rearing responsihilities.
or child care facilitics can be provided in order to reduce
female job quit rates, (2) “*Employers could be subsidized as
nsation for bearing the risk of human capital invest-
ments in women who are potential labor force dropouts or
who enter the labor foree later in tife and have a shorter
earnings horizon.™¥

Here, Barrett apparently accepted the common but ques-
tionable assumptions about female turnover and quit rates

Slhid.
"1hid.
"lhigl., p. 7.
Wikd., p. 16
Yhial.



- and the so-calléd inefficiency of investing in job trnmnb for
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~ ‘zation that it is really Type I1.”
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.. mate than Type 11, and perhaps more d

. aspire to them are hubj;‘(,h.d o \.srmua psychological pressur

' grade at the tin

. Type 1 discrimination she apparently rega g
cult to eliminate.
*Type | discrimination is currently justified by the rationali-
Women are excluded, or
“protected” from entering certain jobs by appeals to the

. feminine mystique.

The most desirable jobs are usually labeled as not feminine, and women who
i ix their
es are desipned o

sgwahly is called into g
: :5¢ jobs, Something heivy must be lifted
1), the job requires travel to dangerous places or

other employees are said to prefer working with men, ete. And underlyi
this is simply the beliel that women do not need the best jobs since they are (or
should be) secondary wage eurners. 0

Discrimination Within Three Firms

A refreshing note is introduced in an unusual and valuable
study by Cassell and Doctors.*! who examined the wage rates
and job grades over time of 2.300 employees in three urban.
midwestern, manufacturing firms communications,
electrical, and drug. The study is refreshing because it is
specific and documented, rat' :r than purely speculative: it

“takes the reader inside these iirms and shows what their

actual, rather than assumed, practices are.

In these cuse studies, Cassell and Doctors were able bothto
examine personnel records and to interview selected managers
and employees of the firms.

It was found that females earned less than males of the same

race, age, experience, and education in all six work sub~

groups of these firms (including blue- and white-collar work
groups). The earnings differential ranged from 21 cents an
hour in the drug company white-collar group to 73 cents an
hour in the communications company blue-collar group.

In the two firms for which such data were d\’dllablc it was
found that firms discriminated against women in as!
of hire, and that this assignment was hkﬂly tu
affect both grade and wage progression as long as the woman

~ remained with the firm.

The study confirmed and extended the findings of Malkiel
and Malkiel that women with the same characteristics as
males (including work experience) failed to get the same pay
because they were assigned to different labor grades and job

-!itles 42

¢ of hire,
Cassell am:l Doctors found that firms were also I likely to
upgrade women. One company, for example, assumed that
many female blue-collar workers did not want grade promo-
tions. One manager said, “Such promotions would often
mean more responsibility and having to leave one's friends in
the present work group.” This firm, instead of upgrading
women, offered them unspecified amounts of longevity

“Male-Female Pay Dillerentinls in Professienal

YHurton (. Malkiel and Judith A, Malksel,
Employment,” American Eronomiv Review, Seplember, 1971

Q

Aruitoxt provided by Eic:

11

increases, “The extent to which these differences in the male-
female progression rates are attributable to male-female
motivational differences, rather than managerial prejudices,
cannot be dr:tx:rmméd frm'r'l our dala T4l

famale seuemry mlher thdn pmmme er to a d nnncl;ncal
position. A good male clerical employee would be more likely
lo get the pmmonun
tunities and pallmesi Dne El’ddﬁ I hne WDI‘I\L!’(W[’HIE. lgmdl;).
employed at the company for over 20 years, had never
changed her job. When questioned, she said she thought her
opportunity for advancement was good.
Employees in all three com; .nies, however, genera
that promotion opportunities were limited. Managers ¢
they could do little to improve opportunities for workers. The
problem, they thought, was not the cost to the firm, but work
apathy. union restrictions, and the demands of the production
process. Yet at the managerial, professional, and technical
levels in these firms, caréfully designed career ladders had
been in Eﬁ'&;c’:t for many yéars

ly ILM

postr.d h;n’ Dnly 2 daya. Warkers were éél‘!{f&ll}’ unaware c}f thf:
openings, the procedures for applying, and the existence of a
bid system. Under such conditions, favorites are more casily
selected for openings and women more easily discriminated
against.

Location of Job

Another source of job segregation, and earnings differ-
ences, is the fact that women are more likely than men to find
employment near their homes. And, interestingly enough,
Fuchs found that people whe work at home or who walk to
work earn about 26 percent less than do people who travel to
their jobs, other things being equal.#4 About I8 percent of
employed women and only about 9 percent of employed men
were found to have ashort trip to work. At the same time, 7
percent Df femslés‘and 26 percent of malcs had a laﬁg, trip
Perhaps’
they are more hlu:ly to scek wark near hnrm,, dnd con-
sequently earn less because jobs in residential neighborhoods
generally pay less than comparable jobs elsewhere.

Adding Up the Evidence

In reviewing the literature on sex differentiation in the
labor market, Kohen observed:
isier (o summarize 1he y studies
. e their findings and to
nature, extent and sources of se
many differences in daw sources, in mud;—!si and in methods u,funuly
comparisons difficult.

1iCussell und Doctors, ap. cit., p. 343,

“Vietar B, Fuehs, op. eit,; p. 10

“Andrew 1. Kohen with Susan ©. Hrelnich and Pairigia Shields. Women omd the Feonmyr A
nhiy drud A Review of the Literature un Sex Diserimination in the Lubur Market (Coliimbus,
¢ Dhiv %inte Univensity Hesarch Foundation, 1975, p 81 BTA-ORD - HTIS, 'R
241193A5.
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erhaps the sale consistent resuit of the mefange of empirical studies sur-
yed ist] SI!Sé;‘ﬂiSEfimiﬂ&ﬁQn iri the form afunsqual pa)' for Eqﬂiﬂ work is ﬁf

(l; £ in pmmulmn.\,) or h}
In Jddiliun rsacan‘:h on sex

han mén 1o dg lh\‘: same mb at lhe saml: pay.d¢
: Ecaﬂﬂmlsts, he concluded, “are not able to specify the
- mechanisms by which the attitudes underlying the behavior
" are manifested.” Researchers should be mindful of the various
- forms of discrimination: unequal pay for equal work, artifi-
_cial barriers to favered occupations, or the acquisition of
-vocational training, unequallayoff policies, etc. “For research
_to serve as a basis for policymaking and government inter-
.vémian in the labor market it must attempt to disentangle the
" d : gs differences and
separatt: thasg cﬂmmqnly grouped together under the heading
of discrimination,™
| sibid., p. 83,
+Ibid,

UTrevor Hain, Labor-Markel Analsiss A Beview and Asalysic of Manpower Research and
Developmeni (New York: Center for Policy Resenrch, Ine., 1975). ETA-ORD—NTIS, PB 256855,
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The review by Bain*® of labor markets, while it contains
virtually no specific references to women, can provide some
useful guides to future inquiries about women's work. He
reviewed 174 reporis on the labor market, the research for
which was sponsored by the Office of Research and Develop-
ment of the Employment and Training Administration. All of
the categories in which he classified these studies suggest
avenues of research on women that have not yet been
explored, including;

The search for work: Job search technigques used by or most
useful to women.

Labor market infurmatiomn. The uses and availability of job
information to women through want ads. unions, educa-
tional institutions, occupational guidance, private employ-
ment agencies, and the Employment Service.

Selecrion and entry: The meaning for and uses by women
jobseekers of formal methods of selection and entry (licensing,
apprenticeship, employment agencies, placement services,
and the Employment Service), informal methods, screening,
etc,

Internal labor markets; Promotion and upgrading of
women, forms of sex discrimination, job redesign to make
jobs more available to women and to establish career lines.




_ By any standard, the most useful labor market studies for
students of women’s employment problems are those in the

" -National Longitudinal Survey, which followed the labor
-~ .market experience of two groups of women for 5 years. The
" studies, conducted for ORD by The Ohio State University
.~ Research Foundation, first surveyed women aged 30 to 44 in

1967, and a younger cohort, aged 14 to 24, in 1968. They also

--afford 'some comparisons with two age groups of men. In
effect, the studies permit the reader to understand how the

* impersonal economic and sociological forces described in the

preceding chapter interact with women's personal charac-
~ teristics and opinions to produce either a satisfactory or an
- unsatisfactory work experience. These studies, supplemented

at some points, are the subject of this chapter.

Changes in Women's
Status, 1967-72
The Natiéna! Longitudinal Survey of mature working

women (age 35 to 49 in 1972) found that, over the 5 years,
'1967-72, the labor force participation of these women

"increased, they became freer of child care responsibilities,

their attitudes toward working mothers became more favor-
able, and full-time employment became more common.' M. 3t
of those who worked throughout the period felt they had
progressed and in real earnings, most of them had.
Cansu:lerablt: stability in work status was found during this

' *p&rmd and over thElr warkmg lwgs Marned women were

- were also less hk,ely than Slnélg women to move up the

occu-

- -pational ladder after their first job. Migration to anotherarea
.increased the earnings of single women, but decreased the

earnings of married women relative to nonmigrant married

» " women, presumably because they migrated not for better jobs

.. The more education these women had,

E

but to follow the migration of their husbands.
the more they
earned, the higher was the socioeconomic status of their first

" jobs, the greater their upward mobility on the job, and the

more likely they were to pursue careers.
~Work experience and on-the-job training were found to be
important for some women, in increasing their earnings, but
not for others. For women in unskilled jobs, only recent work
experience influenced their earning . Women in skilled and
semiskilled jobs profited more from work experience.
Attitudes were also found to bear an important relation-
ship to work participation. If a woman had liberated views

|Duﬂl Cdf;frj A Lnﬂzlmdmnl Siuiely ufthe Labor Market Experience of Wonnen (Washinglon: U5
Department of Labor). Manpower Bessarch Monogrph Sa. 2. ol 101971, vol. 201973, aal. 3
(1975), vol. 4 (1976).
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3. LABOR MARKET EXPERIENCE OF WOMEN

about working mothers, she was more likely to pursue a career

nherself. She was also more likely to have herchildren cared for

by people other than relatives while she worked. .

A woman's preception of her husband’s attitudes about
women working also had a significant influence on her work
participation. She was less likely to work if he disapproved
(see chant 2).

Black women, in virtually all respects, were found to do less
well in the labor market than white women of equivalent .
education, experience, etc. The major exception was that the
earnings of black women increased more than the earnings of
white women. The real earnings of white women (adjusted for
iﬁﬂatign) incr&ased by 9 pEl‘EEi‘lt over the 5 years* f'm* biack

wage of whm: women was;ust under 53300, fDI' black women it
was just under $2.75.

The work behavior of women was also influenced by the
fact that the proportion of white married women living with
their husbands declined from 87 to 84 percent over the period,
and of black women from 66 to 60 percent. Of far greater
importance in influencing their work behavior, however, was
the fact that their children were growing up and needed less
attention. Health also influenced their work. A fourth of white
and a third of black women reported health problems that
affected the work they did.

The Career Woman

To be classified as a career woman, a strong attachment to
work, in a single or related occupation, had to be present.? By
1972, only 10 percent of the mature white women and 14
percent of the black women had established careers.

Among women of both races who had ever married and
bore (or adopted) children, only 7 percent qualified as career
women. Ln contrast, about half of all childless never-married
have had careers, and about a third of ever-masried women
without children.

Among married women living
imd fi 'yc xmclerlsucsdrc 50

ith their husbands, a number of marital
ly I‘sldlLd ta lhc likc;'lih(md of ha\'in&,

IIShLd cureers. I‘hL number .md spacing uf:hlldr
the likelihood of careers. In multiple-child fa
number of years between births, the greater the li ghhnad nf career § .nus,
pf:rh.lp\ reflecti ng lht Er:.ngr pgssxhllllv uf using nldu.r Elblmgs to pmvme

very subsmmm! rcl;uian bctwcgn i wnmim‘s perceplimn gl‘ hcr hushand‘s

#To qualify us having a* r.’ i wonn [irst must have worked for & months of more in at leist
three-fuurths of 1he years (hat elapsed between leaving schoal and 1967, and must also have been
emploved inal least three-Tourths of the weeks betweenthe [967 and 19720 iews. Beeond, a'enrees”
woman must have been in the same thiee-digi iputinnal category of i relaled eategories during all
jobis for which infarmation was collected in the several surveys” (ibid., val. 4, p. 39}




Crer2. Husband's Attitude toward Wite's Working, by
Wife's Race and Labor Force Status, 1967 and 1972

Unfavorable Ambivalant Favorable

Percent

17% 15% 16%

52% 53%

64%

3%

5 oo 1 W oW o wn
Whites Blacks Whtes . Blacks
Employed as wage or salary worker Out of [abor force

Souree: Dual Caraéersi op. cit, val. 4, p. 15,




her'wér‘kingand the likelihood that she will have established a
er, her own attitude toward the propriety of labor market
by married women with children has a significant rélationship with
she has pursued a career,

pective of the characteristics of her husband and family, the more
a-woman has had the more likely she is to have pursued a career.
lyﬁé Bf ed cation also plays a role; women who have pursued pro-
11 programs ai the-university level are more likely than other univer-
ty graduates to have had careers. Participation in lengthy training programs
ide of fegulaf school also increases the likelihood of a career, as does
possession ofa certificate or license for the practice of a trade or profession.
Finally, two factors relating to the woman’s early home environment are
| likelihood that she will subsequently establish a career. Women
{rom rural areas and small cities are more likely than those from large eities o
ave established careers. Whether her mother worked when the respondent
wasa leensger is alsu mﬁuemml women ‘who had “nrkmg mnlh:ra are maore

Oecupatmnal Status and
Mcrblllty

Dc’es' marital status influence occupational status?

i Msnlal status . . . is not only sirongly related to the likelihood of u
woman's es bllshmg a career, but also has a bearing on her eceupational
" status that is independent of the amount of time she has spent in the labor
*. force. To begin with, women who marry and have children have obtained less
“education than never-married women with similar backgrounds. Conirolling
for other characteristics, their initial jobs have status levels no different from
se held by never-married women, but they are less likely than the never-
arried to moye up the oecupational ladder over time. Thesc findings do not
n;\:essarily mean that marriage impedes upward mobility for women with
zn degrees of attachment (o the labor forece: the evidence is cqually con-
stent with the hypoth that a selective process operates such that women
with strong career orientations are less likely to marry than those who wish to
iphasize other roles,

-'One aspect of the evidence on occupational status iz disheartening.
Controlling for all other fuciors that we have been able to measure, the
occupations taken at the beginning of their eareers by blacks now in their
thirties and f 5 in the status hierarchy than those taken by
whites with cumpdrable characteristics. Moreover, the relative disparity in
" this respect wndemd over th rs — even during the balf decade between
i nndl reminder that the rather impressive effort
recent years in cnmbgnmb racia! discrimination in the labor market still
leaves something to be desired.?

0 plck up and move m a dxffgrc:nt mmmumty in pursuxt Df

igher wages. The decision to migrate is usually based on the
nily's desire to increase the male head's earnings.
Mureavgr emplayers can more easnly hgld ﬁmlc% who wnh

sasxly wnth fﬂmdlﬂ.‘;, because the famlly 5 dgm i
'seldom based on the'woman’s ecarnings. !femplay;ra teel they
. ‘cannot control the migration of women, they may be less
“likely to invest in their on-the-job training.

“ilbid., pp. 828).
ilbid,, p. 85,
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Black-White Differences

Black and white women differed in almost all aspects of
work behavior. Black women had both higher employment
and higher unemployment rates than white women. They
started their careers in lower status jobs. With the exception of
such jobs as teaching, they remained concentrated in less
desirable jobs.

As for nonjob differences, nearly one-third of ever-married
black women had their first child before age 18, and one-
fourth had six children or more. The comparable figure for
white women was | out of 11 in each instance.

While 86 percent of white women were married and living
with their husbands at the time of the survey, the same was

-true of only 67 percent of black women.

Black women expressed more favorable attitudes to
working mothers. If they were to lose their jobs, they would be
more inclined to look for others. Black women were more
likely to value good wages above the intrinsic qualities of the
job. They were less likely to be satisfied with theircurrent jobs,
and more likely to want another job at higher pay.

The reports on the survey do not indicate to what extent
these differences in job status are attributable to differencesin
such characteristics as educational attainment, or marital and
family status. '

Young Women and Work
Expectations

Young women seriously wunderestimate their future labor
force participation, judging by the actual work experiences of
mature women. The gap between these estimates and the
actuality may even grow in the future as more women are
drawn into the labor force.

Comparison of data for the mature women with the NLS
data for young women (aged 14 to 24 in 1968)° shows that
black women underestimate their future participation less
than white women do. Young black women predicted a parti-
cipation rate of 51 percent, comparéd with an actual rate of 67

";;_‘.pgn:em among older black. women. White women predicted

a rate of 29 percent, compared with an actual rate (at age 35)
al’ 48 percgnt

coneo
women w;!! bt; fdcc:—d wuh PBOI’ Qccup,u, nal opportunities when and if they
do decide to enter the labor marke;l. Unrzalisliis low EXFEEIEIHD!’L“S of future
labor market pariieiy
women, with little training, are ﬂlﬁ:l’Ld lﬁW WééL“o dl‘ld henee, Lhﬂ i not to
accept employment. An important area of research emerges from the results
persented here. How do young wom eir fubor market behavioral
expeetations? How and when do their expectations change? These questions

d suld be answered so that self=imposed barriers to the
cmplnyanl of women ean be eliminated.t

—_—— i
$Years for Deeision: A Longitudingl Studv of the Educational and Labor Market B rive iif
Young Women (Washington: U5, Depanment of Labur), Manpower Hesearch Monograph 8o, 24,
vol, | {1971), vol. 2 (1974), vol. 3 (1975},
+Caral 1. Jusenius nic ven H. Sandell, “Barriers ta nlry and Heentry b the Lihar Murket”
*aper presented at Co 1 Research Readed to Improv impluyment and Emplavihiliy ol
Wumen, eanvened by the 1.5, Department of Lahor, Women's Bureau, June 7. 1974, p. dh.

S 22

ERIC

Aruitoxt provided by Eic:



'fgrtihty 7 Smce women havg been batter able to control
femhty, they have b&gn better able to pamcnpate in the wcxrk

hi ,:en closer together than less gducated women, ] ngher
ome 15 also related to ClOSEF spacmg ln general wormen

th(:se wnth lumtgd wark hlStDl'lES 9 Indeed the trend is toward
""a"';:nmmun number of births among women, with the
-'1mpﬂrtant difference bemg in the timing of births.
“Women who have given birth to at least one child both
expeet ‘and want fewer children than those who have no
L chlldrg .1 Women who are unfavorable to worl{mg mothers
" 'both want. and-expect more children than those who have
favorable attitudes. The more education a woman has, the
" fewer children she expects. White and black women expect the
""’same. number of children, but black women want more
" children than whites do.
“Policy designed to reduce the rate of population growth
“must change from a strategy of assisting families to have the
. 'number of children they want to have, to one that actually
- reduces family size expectations and ideals.”!!

~ Barriers to Entry
and Reentry

Most women do not work, though many would if the
*necessary supports and ﬁppﬂrtunities Existed More inf'c:rma-
- women than on the demand side barriers,!2
" On the supply side, the presence of young children and the
- number of children in their families keep women from
entﬁring the wark forég Lﬁw le;vels Df' educatiaﬁ husbands
the homg are also supply side barﬂers.

. On the demand side, not enough is known about prospects
in traditionally female jobs, or the possibilities of entry into
‘traditionally male jobs. Some traditionally female jobs are

 contracting and declining numericaily, as teaching. Among

1ample, W;ndy Les Gramm. A Model of the Household Supply af Labor Over the Life
Cyfk The Labor Supply Decirion of Married School Teachers (Chicago: Narthwestern University,
- 1971). ETA-QRD--NTIS, PB 200513; Frank L. Mott, Labor Force Participation and Feriflity fir
Women with Young Childrén in Rhods Lland: An Analysis of Their Imeractions amil Aniecedenis
{Providence, R.I.: Brown University, 1973). ETA-ORD—NTIS, VB 212129; and Geraldine B, Terry,
The Intérrelatlonship between Female Employment and Feriility: A Secondary Analysixiif the Griwik
af American Families Siudy, 1960 (Tallahasses, Fla.; The Florida Staie Universily, 1975). ETA-
ORD—NTIE, PR 223239, .
$Sue Gostz Roms, The Tirning and Sparing of Births and Women's Labor Force Participaiion: An
Eronomic Analysls (New York: Columbla University, 1974). ETA-ORD—NTIS, PB 231342,
bid,
"*Richard L. Shortlidge, Jr., and Andrew L. Kohen. Prospective Ferrility among Young Wamen i
the Unijed Sigies; The ﬂ'h‘ﬂﬂhﬂnﬂ of Feriility Expeciations and ldeals (Columbus, Ohis: The Ohio
State Uni € n, 1975). ETA-QORD—NTIS, PH 242791A5.

”!bld.‘ p. 25,
Hlusenius snd Sandell, op, cit.
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barriers to entry into malﬂmbs are exclusion by the male-in-
group, the “old boy” networks, the male- Drlgntad protege
system. e

On the supply side, more information such as the following
is also needed: (1) Child-care — the extent to which child care,
in fact, restrains women from working. (Many women say
they would work if suitable child -care arrangements were
available, but it is not known whether they would, in fact, do
50.) (2) Skill obsolescence — concerning the reentry of mature
women to the work force, to what extent is the problem that
their skills are rusty, and to what extentisit that they have lost
their “place™ on the job? (3) Effect of marriage on career
development, and the attitudes and interactions among family
members. (4) Implications of work expectations for the
educational aspirations of young women: underestimating the
likelihood of working may result in inadequate preparation
for work.

Work Attltudes Satnsfachon
and Attachment

Nearly two-thirds of young white women and more than
half of young black women say they like their jobs “very
much,” and no more than 4 percent of either group say they
dislike their jobs **very much,” according to National Longi-
tudinal Survey data.'s ' ~

For the white women, the “perceived chances of obtaining a
desired occupation” explained their response more than other
factors did. Among black women, however, it explained less
than did other factors, indicating that opportunity may be less
frequently perceived, less present, or less desired among black
than among white women.

Considering the large wage gap between men and women and the over-
representation of wome lower status occupations, it is surprising that sex
differences in overall job satisfaction h.;w. not bo.m cunslslcmly nhso.m.d
Moreover, even the few differences that h

An appreciable sex difference in job ssltisfimlinn is L:\'id«smi hnw@
the presence of preschool children in the worker's household is conside
Women with one or more children under six years old in the houschold are
significantly less satisfied with theirjobs than are women with such children.'s

Either these women have poorer paying and less desirable
jobs, or their dual roles are a strain for them.

The only sex-related difference repeatedly found m job
satisfaction studies is the concern of women with the socio-
emotional aspects of work. In both the United States and the
YJSSR women also seem more concerned than men with
“comfort" factors (pleasant and clean _work surroundings,
convenient hours, good transportation), but again differences
ave rather small.

The young women highly satisfied with their jobs were also
lit:ly to be those with relatively high pay. according to the
National Longitudinal Survey. Among highly paid white
women, 70 percent were highly satisfied. But even among
white women whose pay was relatively low, 60 percent were

UEdwurd A, Nicholson and Roger 0. Roderick, Correlates of Job Attinndes Aniong Young Wonen
{(Calumbus, Ohia: The Ohia State University Reszarch Foundation, 1971
ibid., p, 10,
BIbid., p. 11,




f.;”-hyi'ghly satisﬁed compared with only 33 percent of low paid

. aspired occupation, 82 percent

Among whlle women whose currt:nt occupation was their
were highly satisfied,

. compaﬁzd with 67 percent of black women.
" “Older women, aged 351049 in 1972, had similarly favorable

attitudes about their jobs. As with the younger women, about

~ two-thirds of the older white women liked their jobs very

““much (see table 4). About three-fifths of older black woinen
~were highly satisfied with their jobs. Older black womer,
* therefore, were more satisfied with their jobs than wers
younger black women.

Table 4. Number and Percent of Employed, Salaried
Women, Aged 3044, Highly Satisfied With
Current Job, by Hourly Pay, Occupation,

and Color, 1967

WHITES BLACKS
Hourly pay T’Dl;il F’E.n:cm Total Fgr;gm
and ﬂccupélinn number hl{ghly number hlghly
R (thousands) satisfied (thousands) satislied
Less than $1.50! 1,091 59 482 54
White-collar 375 69 42 52
Professional, man-
agerial 61 84 6 100
Clerical. sales 314 66 36 46
Blue-collar 224 54 87 48
Nondomestic service 389 6l 178 64
$1.50-2.49! 3,090 69 173 55
White-collar 1,913 73 129 56
Professional, man-
agerial 348 © 82 35 88
Clerical, sales 1,565 7t 94 44
Blue-collar 845 59 . 135° 49
Nondomestic service 315 74 99 62
$2.50 or more! 1,694 75 189 a5
White=collar 1,431 77 144 66
Professional, man-
agerial 689 84 85 71
Clerical, sales 742 72 63 6l
Blue-collar 196 55 30 54
‘Nondomestic service 62 75 1] 70
Total or average! ? 6,267 68 1.207 56
_ White-collar 3,977 .74 347 63
Professional, man-
agerial 1,222 82 135 78
Clerical, sales 2,755 71 212 54
Blue-collar 1,308 " 56 263 50
Nondomestic service 814 66 303 64

'lm:ludes dnm::m: ;ewii:: and farﬁ \Hﬂrkers net ﬂmwn :epnrgl:lv

As expected, the higher a woman’s occupational level, the

more satisfied she tended to be. Marital status had little
influence on job satisfaction. Women who worked full time
were more satisfied than those who worked part time. Women
with permissive attitudes about working mothers were more

7'5[,31&:1! Careers, vrﬂl;-‘!v.)p‘, 190,
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likely to be satisfied than those with unfavorable attitudes. A
woman's perception of her husband's attitude toward her
working bore a strong relationship to her reported job
satisfaction. Among white women, three-fourths of those
whose huahnndi attitudes were most favorable said they were
sfied with their jobs, compared with 55 percent of
those whmt; husbands® attitudes were most unfavorable,
“Mevertheless, it cannot be concluded that a husband’s
attitude necessarily determines his wife’s psychological work
satisfactions. It is equally plausible that women who obtain
li‘tli‘ dire:ct satiafactian at work share their dissatisfaction with

As fm“ mmmxtmem to work, the following question was
asked: *If, by some chance you, (and your husband) were to
get enough money to live comfortably without working. do
you think that you would work anyway?” Two-thirds of the
older black women say they would work anyway, but only
three-fifths of the older white women. Thus, while the black
wornen were somewhat less satisfied with their jobs than white
wornen, they were somewhat pore committed to them,

Commitment varied by occupational group, with profes-
sional and managerial workers the most commiited (sce table
5). Married women were less committed than unmarried
women (10 percentage points). White women with young
children were less committed than those without young
children (51 percent and 63 percent, respectively), but the
pattern was much less distinct with black women.

Among employed white women, there was a strong and
consistent inverse relationship between the time required to
get to work and the degree of job attachment. The pattern was
less clear for black women.

As satisflied and committed to their jobs as women indi-
cated they were, the vast majority of them were not so firmly
attached to them that they would not leave for other jobs that
offered higher wages. On this score, black women were less
attached than white women to their jobs -— 25 percent vs. 39
percent.

Table 5. Number and Percent of Employed Women,
Aged 30-44, Who Would Work, Even if Financially
Unnecessary, by Occupation and Color, 1967

WHITES BLACKS

QOeccupation - Tuml _ Pereentwho Total Pereent who
! number number |
Jusands) would work (thousands) would work
Professional,
managerial 1,459 74 147 76
Clerical, sales 2,969 60 215 62
Blue-collar 1,359 45 264 59
Domestic service 148 40 269 66
Nondomestic service 1,003 56 32 74
Farm 181 57 14 H4
Total or average 7,120 59 1,253 67

Sourge: Dual Careers: A Longitwdinal Srudy of the Labor Market Esperience of Wonen
{Washington: U.S. Department of Labor). Manpower Reseireh Monogriph No. 21, val, |, p. 174,
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A review of studies of work satisfaction!” indicated that at
least one-third of all studies were concerned with differences
in attitudes toward work of the disadvantaged compared with
other workers; these studies generally found no significant
dxfference The review made little reference to studies of male-
fe differences in work attitudes, although many factors
relating to job satisfaction had been examined. including
material rewards. “Notably, and for whatever reason, the
latter factor is given considerably less attention in the studies
under review than all of the others. In general, the studies tend
to follow the argument of the human relations school: job

Ylules Cohn, The Effecis of Orga des Teward Work:
Review of Recent R& D Spoasored Research (New York: American Jewish Committee, 1974), ETA-
ORD—NTIE, PB 231047,

wrnal Experieaces vn Emplayes A1

O
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satisfaction will increase directly in relation to democratic
styles of orpanization, . ["¥

The human relations “approach represented a change in the
outlook of :ianagement, from forthright authority as a means
of Lxcruam}; control, to manipulation, The organizational
goals have not changed. It is only the organizational methods
thdl hd\fe 5hxfled 19

“dcmccraug glylgs uf urgdmgdlmn wis rmt th.dl“ n the 4v41l=
able research,

Uihid., p. 26.
tslhid., p. 3.



he ' researchfocus on the issue of equality of earnings
bethen ‘men and women, especially among fully employed
Qrker’ 'has tgndad t(j obscl_re Dther préssmg issues whh:h

als in the -work force to quesunns of absclute
ndards, the availability of any work, the general levels of
demand in- the-cconomy,- minimal levels of earnings and
support, ‘the® structure of peripheral employment, and
questions of ‘nonparticipation in the labor force (whether
czlumary or involuntary). Among these issues, perhaps only
matters involving marginals who are on public welfare have
; been ‘given ' significant attention by researchers: and
rogramers. -

“What has been most astonishing about the labor force par-
ticipation of women, and most helpful to them, is that since
1940 the number of women in the labor force has almost
. tnpled feachmg 37 million by 1975. In 1940, 26 percent of
~'women’ were in the labor force, and by 1975 their average
. participation rate was 46.4 percent.! Furthermore, in the
~ course of the year, about 55 percent of all women were in the
labor force at one time or another. Not much is known about
the effects of this massive entry of women into the work force,
.but it is safe to observe that it has profoundly affected all
“aspects of women's work and society as a whole. It also is

-.apparent that this revolution resulted from high and con-

.-tinuing demand for labor in a prospering economy after
- ' World War 11, as well as from fertility control.

" Nevertheless, fewer than half the women who are in the
labor force during a given year work full-time the year round.
Many work part- -time or part-year, and disproportionate
numbers are unemployed — last hired, first fired. Many
unsuccessful jobseekers become discouraged and drop out of
1¢- labor force. Many more full-time housewives would
undoubtedly seek work if attractive opportunities existed.
Cnmbmed these marginals are the overwhelming majority of
womer. .

"~ As Darian suggested, married women will enter the work
5 '}':fm‘ce when the overall demand for labor is great enough, and
;when rewarding and fulfilling work is available.2 The issue is
"“more one of demand than of inequality in earnings, though the
. two are linked.

" The Peripheral Worker

The penpheral worker, according to Morse,? is one who
works part-time (a short workweek) or intermittently (less

1 Emplayment and Tralning Kepori of the President 1976 (Wushington: U.8. Department ot Lahdr,
1976), p. 142,

iJean C, Darian, Labor Force Particlpation of Marrikd Women in the United Sta
Invertigation of the Hole of ﬂuupminn (Philadelphia: Univensity of Pennaylvanin. 1972).
ORD--NTIS, PB 211852 o

‘Dean Morrs, The ﬁ'rlph??@l Worker {New York: Columbia University Fresa, [969). ETA-ORD.

in
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38 mﬂlmn pErlphEl‘dl workers.

The great majority of women who worked (six in ten) were
peripherals. During the years of childbirth and rearing,
peripherality was especially high. Thus, among women aged
25 to 34, only 19 percent worked full time, year round.

Peripherality was concentrated largely inagriculture, trade,
and services, while manufacturing and government employ-
ment were mainly free of peripherality. It was also concen-
trated in a-few occupations. One in three peripherals was a
private household worker, a retail salesperson, a farrn worker,
a waiter/ waitress, or a general laborer.
~ Although peripherality has declined somewhat over the
years, its durability prompted Morse to question the extent
to which the work force is becoming bifurcated between the
“mainstream and the marginals.” The forces making for
enduring peripherality, he said, are the following: (1) The
increasing work role of women, especially married women;
(2) the expansion and extension of education, which
increases the number of youthful peripherals; and (3) per-
sistent discrimination, which assigns the disadvantaged
(women, minorities, and others) to peripherality.

Peripherality of women was highly concentrated in the
trade and service industries. In- manufacturing, the
experience of women was strikingly different from that inall
other industries. In durable goods manufacturing, fewer than
5 percent of women worked part time. In nondurable
manufacturing, about 10 percem were penpherals, and these
were.mainly concentrated in two industries — printing and
food and kindred products.

In manufacturing, according to Morse, work was made
less peripheral in many cases by, the presence of unions.

One of the institutions which heljfed the immigrant to achieve stable
employment, tolerable hours, status, and a scnse of belonging to the
industrial world was eventually to be the trade union. Seniority, pensions,
gnevancu; procedures, all were developments which permitted a sizable
portion of the American labor force finally to achieve full commitment. 4

The lesson that their father's experience passed on to[the immi impants] was
starkly simple. The fundamental function of a workers' institution must be
to provide status. It must define the boundaries between thase who have i
stake in the society and the outsider. Wages are important, it is trug, but the
measure of the success of a trade union can never be simply its ability to
raise wages. Above all, a trade union exists to try to prevent its members
from being treated as if they were peripheral.?

The typical white married male has achieved a considerable degree of
status which provides him with the expectation of continuity of employ-
ment if he so desires. In some cases the status is derived from the power of
his union. In other cases, particularly for the white-collar worker, it is
derived from the character of the large-scale industrial and commercial
bureaucracy which demands continuity of offiee (and personnel) where
possible.t .

© tibid,, . 108,
s1hid.. p. &4,
sihid., p, 65,
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'of opportunity in schools and the labor market.

When the European immigrant was no longer available for
peripheral work, other demographic groups replaced them:
Women, youth, older workers, and minorities such as blacks,
Puerto Ricans, Mexicans. “It goes without saying that
members of each of these groups are easily identified and
carry with them socially defined marks of their ‘inferior
status.”” Since they are different, they can more easily be dis-
criminated against and :anmt:d to the secondary and
bifurcated labor market.

" Morse, however, stressed early socialization, rather than
discrimination or lack of investment in human resources, as

‘an explanation of female peripherality. In his view, role

stereotypes and early socialization at home and in sghool
were responsible for the weak commitment of women to the
labor force, and for their consequent marginality.

For the typical female child, neither early childhood nor
school experiences “encourage the formation of positive
commitment to eventual full-time work experience. Rather
the female child tends to develop highly ambivalent attitudes
toward work. Adult work muy be seen as punishment for

failure to be sufficiently feminine to get married or to stay

married.™
In school, mathematics and science courses are thought of
as masculine. Activities “center around sports ir which hard

~ work: leads to success, in which ‘team spirit’ is inculcated as

pazt-of the preparation of the adolescent boy for the kind of
cooperative work activity which he will be engaged in as an
adult Thl‘;‘ ﬁgurs Df the glrl ch;erleader cuuld hdl’d])’ buter

masculine wurld of effgrt,, pam—. aghlgvsmangand t;ulurc, A

Morse did not ask to what extent acceptance. and inculcu-
tion, of these stereotypes was merely a response to the
realistic prospects of women — discrimination and the lack
The
question, then, comes to this: Is the peripherality of women a
result of stercotypes. or are the stereolypes a result of
women's peripherality, and of discrimination in the labor
market? (Relevant research on women who work part time
or intermittently is discussed in chapter 5.)

Unemployed and Discouraged
Workers

Very little is known about two afflicted groups of women
workers, or would-be workers: The unemployed and the “dis-
couraged workers,” those who want jobs but have given up
looking for them.

Unemployment rates are known to be generally higher for
women than for men. In 1975, for example, 8.0 percent of
women workers (2.6 million) and 6.7 percent of male workers
(3.4 million) aged 20 or over were uncmployed.!
Unemployment rates were significantly higher for blacks: 12.1

21

*Ihid., pp. 78-79.
lbid., p. 78,
e Emplopment and Traming Report of the Presidemt, 1975, op. it p 233

Q

RIC

Aruitoxt provided by Eic:

20

for black women and 12.4 for black men vs. 7.5 for white
women and 6.2 for white men,

A total of 58 million people over the age of 15 were not in
the labor force during 1975.!! Of that total, 5.2 million
reported that they wanted but were not looking for a job. This
group included 1.1 million who were not looking for work
because they thought they could not get a job — the so-called
discouraged workers. Most of this group were age 20 or over,
631,000 women and 272,000 men.

There is growing awareness that the unemployment rate
figures do not explain enough about the disparities in unem-
ployment among demographic groups.!? The data that are
available suggest that two components of unemployment
rates also be examined: Turnover rates and average duration
per spell of unemployment. The black-white difference in
unemployment can be traced primarily to turnover rates and
the m;ﬂﬁi f‘ﬁmalé difﬂ:renciés to dura;tian Df’ unamplnymem
because their ':-pell’; of ungmplayment lastéd lcxngﬁgr! Educa-
tion made a difference in the duration of unemployment spells
for women, but not for men. College-educated women took
less time in finding a job than high school graduates. This is
consistent with the fact that women high school graduatesare
less likely to work than are college-educated women. And,
contrary to popular belief, married women had shorter spells
of unemployment than single women, and for black women,
thz-duration of unemployment rose with wages.

A study of unemployment among young women (14 to 24)
with work experience, based on National Longitudinal
Survey data, found that these unemployed were apparently
looking for jobs different from those they were likely to get.!2
Fewer than 5 percent of these unemployed young women
sought jobs as babysitters; yet about a third of all employed
women of théfi ages were ar;-t'ually wcxrkinb as babysitter%

mumt.rpdrts were WDI’L]HE in such chbs

High unemployment among women, then, can pmbably be
explained mainly by the difficulties they exer.ence in getting
good jobs,

wrapl!

=y

Yorking Poer

The working poor arc another afflicted, and generally
ig ored, group. Among the fully employed (full-time, full-
yeur) who earned less than $3,500 in 1967, 45.5 percent were
white females, 10.6 percent were black females, 33.5 percent
were white males, und 9.7 percent black males." Such data

indici © an extreme overrepresentation of white females
amo:  he working poor, a situation that has reccived little

atten. .., White women were only about 30 percent of the

5 Barrew et al, Dispasitics in Lnemploytient Expericsioe: A Crns=Nertion Analvsis
n: The American University, 19733, ETA-ORD--NTIS, B 236670, A%

UNane Rochelle Chappelle Faulk, Job Expeciations and Unemplovment Aning Yoriarrg Wennen
withy Work Experence (Columbus, Ohio; The Ohiv State Univenity Researeh Foundaton, 1973),
ETA-ORD XTS5, PR 222738,

*Rurry Bluesione etal, Low Hugesamd ihe Working Foor{AnR Arbor, Michigan The University of
Michigan-Wavne Staie Umivenity, 1970, ETA-QRID: N5, PR 20603,
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. totallabor force; their proportion of the fully employed labor

force would be considerably smaller. Yet they were close to
‘half of the fully employed working poor.

_For white females, 80 percent of low-wage employment was
concentrated in three occupational groups: clerical and
kindred workers, operatives and kindred workers, and service
workers.

.Bluestone concluded that a large part of the variance in
earnings among employed workers was due to factors other
than personal characteristics (education, health, etc.). Insti-
tutional factors, he said, played a critical role in trapping
many workers in low-wage jobs. Manpower programs alone,
he concluded, could not be expected even to ameliorate the
present situation to a significant extent.

Income differences between men and women persist into
their retirement years. Older women are nearly twice as likely
to be poor as men of the same age, mainly because more
women have worked at low paying or part-time jobs. Thus
they get lower social security benefits. The average monthly
benefits for retired women were about $180in 1975, compared
with $255 for men.'?

Families Headed by Women

Nearly 5.6 million families in March 1970 were headed by
women, and despite rising employment in the sixties, almost 2
million of these families lived in poverty.'s More than | family
in 10 was headed by a woman. Although the total number of
families rose 14 percent during the sixties, the number of
female-headed households rose by 24 percent. During that
period, the income of families headed by men was more than
double that of families headed by women. The number of
families headed by men with incomes below the poverty line
decreased by one-half during the sixties, but the number of
poor female-headed families remained unchanged: about 1.8
million.

In March 1970, 43 percent of the female heads of house-
holds — nonpoor as well as poor — were widows; 46 percent
were divorced or separated from their husbands. The rest,
about 600,000, had never been married, and about a third of
them had children under 18.

Female-headed families were most common among the
poorly educated, low income groups, minority groups, and
city residents. About 13 percent of these female heads had
some mllege educ:atlﬂn hgwever Black farmhes thh chlldrzn

head l in 3 campared with l in 10 among whxte famllles

Three policies have been recommended by Ross and
Sawhill to meet the needs of female-headed families: Increase
work opportunities and earnings; increase and facilitate
income support from parents to children; reform and extend
the system of public income maintenance.!’

1 Wamen and Social Srcurity: Adapiing fe @ New Erg (Washington: Sdth Cong., A sees, LS
Senate, Special Committes on Aging. 1976). Commitiee print.

iRobert L, Stein, “The Economic Status of Families Headed by Women ™
December 1970, pp. 3-10.

\"Heather L. Ross and Isabel V. Sawhill, Time of Transition, The Growih of Families Headed by

Wonien. (Washington: The Urban Inatitute, 1975), pp. [73-179
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The _Hamemaker

The iargest group of adult women in the Nation are those
who work in their own homes. Though they work at tasks that
are perhaps as clearly defined as those of most jobs, they are
not regarded as part of the labor force. They are, therefore,
less than marginal to the market, they are counted out of it.

Efforts have been made to calculate the value of their
services. In 1918 the National Bureau of Economic Research
estimated the value of the homemaker’s work as one-fourth of
the gross national product (GNP), and 10 years later Simon
Kuznets derived a similar estimate. Swedish economists in the
1930's suggested that the home services of wives and daughters
be assigned the same value as that of domestic servants.

Colin Clark devised a method of placing a value on such
work in industrial societies, and deplored the fact that such
values were not included in the GNP.' “Not to recognize the
value of these pmductive services is a source of serious biasin
the national pmduct ' according to Gardner Ackley.!?

The problem in assigning a value to housework is that the
tasks are so varied. Some are simple and manual, as washing
and cleaning. Some are skilled, as cooking and decorating.
Some are highly professional, as rearing and educating
children, counseling family members, providing love and
leadership. Assigning the value of the domestic worker’s
wages to all these tasks would grossly underestimate the value
of services performed.

A less complex and fairer way of assigning value, according
to Kreps, is simply to uﬂputa the value of income foregone by
homemakers.? That is, what would the homemaker earn if
she took a job? The opportunity costs for homemakers are the
costs of earnings they forego by not beingin the labor force.

Because no price is placed on a homemaker’s work, the
value of these services is not part of the national income
figures. At one time the ccmputatmns of the gross national
product excluded the value of services that families perform
for themselves. Now, agncultural commodities produced and
ccnsumed by Lhe famlly, as well as owner- Qccupled houqmg

acuon ha,s been takgn,

It has been suggested that women be paid, presumably out
of public funds, for the value of their services as homemakers.
Calculating these services at one-fourth of the GNP, such
payments would hardly be feasible. But including the value of
such services in the GNP, and recognizing that the home-
maker's job is an occupation much like any other performed
outside the house, might have beneficial effects. The home-
maker might come to take greater pride in her (or his) occu-
pation, knowing that it has recognized social value. It would
also help to legitmate its standing as a job, subject to thesame
benefits and attention from government sources as any other
occupation. The implications for employment and training
mnnnmiss of Housework,” Bufletin of the Oxford Institute of Staristics, May,
1958,

sGardner Ackley, Mavroeconomic Theory (New York: Maemillan, 19610, p. 35,
=yanita Kreps, Sex ia the Markeiplace: Amerivan Women di Wark (Baltimnre: The Inhns Hopking
Press, 1971). ETA-DRI3. Palicy Studies in Employment and Welfire No. 11
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programs might be significant. If homemaking is a job, then
attentions should be turned to job preparation and training,

-and to the upgrading of the occupation, to include perhaps

community and consumer organization functions as well as
purely domestic tasks.

Benefits accruing from such a redefinition would include
social securilty benefits and allowances under training
programs.

It is most interesting to note that, according to a Rossi
study, the prestige of the housewife's job is considerably
higher than it is usually assumed to be, relative to other female
jobs.2! That study found, in fact, that if women are interested
in maximizing their status, they can gain more status as house-
wives than they would otherwise obtain in 70 percent of the
other "women’s jobs.” This suggests that the status of most
women's work is low rather than that the status of the housc-
wife is high.

Mmarltles Migrants,
Hmmlgrams and Mobiles

Although considerable data exist on minority women —

" especially black women — the data need to be synthesized

more fully, and more attention should be directed to His-
panic, Asian, American Indians, and ethnic white minorities
and their work experiences as well as to blacks.2Z A major
analysis has been done of Chinese American manpower. but
rather little material is available on other groups.®
Similarly, little study has been devoted to the special prob-
lemns and experiences of migrant women (including rural
migrants and migrant workers), immigrants (those entering
the country from abroad), and mobiles (those who simply
move with their families, often from one metropolitan areato
anuther, usually to impmve their ecgnamic cunditions)

and labor force partlclpatmn. One examplfz of the

: that is possible on these subjects is a sludy nf iuuthérn

betwesﬂ LhE sexes was faf greater than that between races. Pre-
migration jobs at or above the clerical-sales-operative level
were held by 55 percent of the white men and 46 percent of the
blsck men, but by only 26 perc;m gf thé whité women snd 22

worked at low sknll_jgbs, and th,ey had more i’)ftEﬂ m::t wurked
atall. The reasons they gave for coming to Cleveland less often
had to do with jobs and wages.

ional Presiige (Balumare: The Johns Hopkins

University, 1973) ETA-ORD—NTIS, PB 224791,

Patricia C. Sexton, “Minonty Group Women,” Paper presented at a Warkshop on Research
Meeded to Improve the Emplayment and Employability of Women convened by the U5, Depariment
of Labor, Women's Bureau, June 7, 1974,

NBetty Lee Sung. Chinese American Manpower and Emplsyment {Hew York: City College ol New
York, 1973). ETA-ORD=NTIS, FB 2456259/ A5,

HGene B. Petersen, Laure M. Sharp, and Thomas F. Drury, Southern Neweomers 1o Cleveland:

,\)
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5till, “considering the interest they expressed in work, it is
clear that unmet needs are greatest among the women and that
they form the greater wasted manpower resource."?s

The Working Class Woman,
Blue- and White-Collar

Certain occupational groups form a broad and often quite
loosely defined group which may appropriately be called “t! :
working class.” The male working class is composed mainly of
those who work in biue-collar occupations. The female
wnrking clase i': more hi&,hly cancentratéd in clerical i;sles-

ablr: pl‘DpD[‘lan are also fﬂund in blus cgllar Qccupatmns.
What distinguishes the working class from others is that its
members do not work in the professional, upper technical, or
managerial occupations of relatively high income, which
usually require a college education and often graduate work.
The working class, by this definition, would include some 80
percent of all employed people.

In numbers, then, the working class is hardly marginal. [tis
the overwhelming majority of employed people. What is
marginal about it is that, except at the most disadvantaged
levels very Iittle attentinn is given it by researchers, scholars,
. Instead, in research relating to
women, most attentmn is focused on professions, academic
occupations, managerial and highly technical occupations.
Statistical reports on wages, hours, employment and related
matters, useful as they are, tell us very little about who these
working class women are, how they fare, and what they want
from their working lives.

Although large, the working class can be classified in a
variety of meaningful subgroups. Perhaps the most useful is
the divisign intn two gmupS' the stsble wnrking glass and the

do not hold steady _jubs that pay a lmng wage. Fgr!unately,
the Department of Labor's research and development efforts
have quite properly devoted considerable attention to this
group, since its needs are greatest. What is perhaps required
is not a change of focus but a broadening of scope, to include
the experiences and needs (which are considerable) of stable,
working class women. These women may have steady work at
a living wage but they usually have few prospects and few
opportunities to emerge from dead-end jobs. It is with this
group that concern about the earnings gap has most sig-
nificance. A review of the literature on blue-collar women, by
Pamela Roby, offers useful guides to other inquiries?® and a
volume on working class women identifies the kinship ties
between blue- and white-collar women.?’

Wark and Sufuil aﬂ-’j]wlﬁltﬂl af Recertly Arrived Residerts of LawsIncome Neighborhoads
(Washington: Burean of Social Science Research, Ine., 1975). ETA-ORLL

Bibid., p. 256,

*Pamela Rohy, “The Comditians of Wamen in Blue-Callar Industrial and 5e
Research and Proposals (of Research, Action, and Falicy.” Paper presented at a Workshop o
Research Neoded to lmprove the Employment and Employability of Women, Enﬂ\rm;d by the 115,
Department of Labor, Women's Burean, June 7, 1974,

YPatricia C, Sexton, Workingwomen: (ass, Work, Power (in press).
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. WOMEN'S EMPLOYMENT PROBLEMS:

RESEARCH FINDINGS

The Office of Research and Development has financed
many reseéarch. projects to explore the employment dif-
ficulties women face, in order to find ways of ameliorating
those difficulties. Other research projects, on employment
problems in general, have notdealt with their specific applica-

“ tion to women. Projects in both categories reveal three kinds

of barriers to the full realization of women's potential as
workers: (1) Barriers to entry into traditional- male occupa-

" tions; (2) barriers arising from employers' personnel prac-

tices; and (3) barriers related to the amount of work women
are able and/or willing to do during their lifetimes.
Entry into Atypical Occupations
Historically, women entering the labor force have gone into
traditionally female occupations, even in the professions. Not
until the 1970%s was a significant effort made to open up, and
compete in, male occupations.
Professional Work

In the United States engineering and some sciences have

been among the traditionally male occupations. A study of
“U.S. women who efitered science and engineering showed they

were less likely than their male colleagues to earn advanced
degrees, to marry, or to have as many children.! They were

~ - more likely to work for the govérnment, to be out of the labor

" force at any given time, and to work part time or part year.

Although women were paid less than men, they were just as

. likely to remain with their employers as men, and they were

_less likely than men to have published.

These women
scientists and engineers scored higher than men on “people-
orientation,” and lower than men on “intellectualism.”

“Women college graduates, it was found, tended to think

 that science, medicine, and engineering were too demanding

as careers, and too likely to require a full-time commitment.
They considered engineering unfeminine, and requiring
abilities women do not have. |
- As in many other professions, earning a doctorate con-
tributes most, the study concluded, to women who seek
equality with men in science and engineering. Part-time
schedules with full status and flexible hours are also needed.
With proper guidance and preparation — and outreach in
professional schools and among employers — women would
probably be as likely to seek careers in science and engineer-

Engineering (New York: Columbia University, 1972). ETA-ORD =NTIS, PB 208305,
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Teborah 5, David, Career Parterrs and Values: A Study of Men and Women in Science and -+

ing as many of them have been in the skilled trades, via
apprenticeship programs. Job opportunities are available in
science and engineering, and women could probably qualify
easily because the work demands more academic than
physical skills. Yet virtually none of the research and develop-
ment directed at the labor market experience of engineers, as
reviewed by Bain, ? has dealt with the exclusion of women
from this and related occupations.

Our society is a technological and industrialized one,
largely operated and managed by people of high technologi-
cal knowledge. The exclusion of women, whether by custom,
role stereotyping, or discrimination, from access to this,
knowledge seriously limits their aspirations for general
equality.

Women who become doctors make the decision to study
medicine rather carly in life, perhaps because they tend to
come from elite, professional families.’ These women are most
often graduates of private colleges and usually rely on parents
for financial support. The stresses on those who are single
come mainly from academic pressures; for those who marry,
interruptions in studies and careers are consistently related to
childbearing. The role strain between job and family is dealt
with more effectively when they enter practice and are less
subject to control by others.

In 1963 between 4 and 6 percent of all medical graduates in
the United States were women (compared with 25 percent in
England and Western Europe, and 70 to 75 percent in the
U.S.S.R.). By 1965 the figure had risen to 7.3 percent of medi-
cal graduates. In 1969, 9.6 percent of first year students in
medical schools were women, indicating an upward trend in
female enrollments.

Except in times of crisis, the United States has made little
effort to draw talented women into medicine, and little infor-
mation has been developed to help in their recruitment. To
accommodate women in medical schools, training should be
more flexibly scheduled and there should be more oppor-
tunity for part-time study, as well as more child day-care
facilities. .

Careers in management and administration also have -
special meaning for women.* Moving women into manage-
ment could counter the stereotype that women's role should
be one of submission and service rather than dominance and
leadership. It might also change the role of managers from
that of dominance and authority to one of service and
leadership. Moreover, with women in upper management

ITrevor Bgin; Labor Market Experience for Engineers During FPeriods of Chonging Demand
(Washington: U.5. Department of Labor, 1974). Manpower Research Monograph Neo. 33.

ANl the dats on women physicians are from Jane Gaudelte Jones, Career Fatierns af Wamien
Physicians (Waltham, Mas.: Brandeis University, 1971). ETA-ORD—NTIS, PR 202896

E)| Ginzberg and Alice M. Yohakm, Corparate Lib, Women's Challenge to Mandgement

" {Baltimore: The Johns Hopkins Univensity Press. 1973).
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positions, organizations may become more concerned about
hiring and upgrading women employees. Yet women are
excluded from high-level management positions even though
no evidence exists that men have superior gifts as executives.

A 'study by Ginzberg of edur:a d Amerir’:an women

.most hzghly trained sector nf the femalz propul;:;tmn.j In

guidance and counseling, more information should be
prr:wided to parems about educatiaﬂal oppoﬁunities f' or their

faregamg marnage and chﬂdren. Such 1nforrnatxon shguld
also be provided to teachers and other counselors of women.

Girls should be encouraged to take college preparatory

"tourses and to study sciencé and mathematics. Schools

“should attempt to provide educational and occupational
guidance to freshman and sophomore students which would

.alert them to the expanding role that work has come to play in

the lives of women. Second, they should attempt to stimulate
them to crystallize occupational objectives within large life

-plans.”® More scholarship funds should be provided for
~women, and more opportunities for mature women to return

to school and work.

In work situations, efforts should be made to eliminate

hiring and promotion discrimination, to open intramural
and “extramural training programs to women, and to
reexamine nepotism rules.

-In the areas of community and of government, volunteer

organizations should use women in more meaningful roles.
Counseling and placement services for mature women should
be expanded, and the hurdles of licensing boards to mature
women who seek careers should be removed.

A study of opportunities to change careers after age 35 con-

cluded that *‘universities are much more flexible than one
might have thought. Although there has been and continuesto

- be significant resistance to middle-age applicants, the fact is

that a relatively large number of middle-aged men and women
are now in these schools.™

Questions have been rasied about college women who

aspire to, or who work in nontraditional or atypical occupa-
tions — those that are traditionally male. The best predictor of
innovation, in one study, was tound to be recent occupational
aspiration.! Why do some women aspire to innovative
occupations? Half of the innovators mentioned individuals as

- being responsible for their aspirations. Role innovators had

Q

more encouragement from male faculty, while traditionals
had more encouragement from female faculty.
appear that a supportive role-partner of the opposite sex can
be an important ally for the role innovator.™

“It would

Alice Rossi in a 1965 national sample of 1961 college grad-

uates!? found that “pioneers™ (nontraditionals) had looser ties

York: Columbia

2Eli Ginzberg, Educated American Wamen: Life Siyles and Self-Porrraits (New York: Columbia
University Press, 1966).

SIbid., p. 182
"Dale L. Hiestand, Career Changers: Professi
iversity Press, 19705, p

| amd Gradugte Studenis After Thirty-Five | New
ETA-ORD,

Persanality, College, and Pastrollege Exprricnce on

"Randra 5. Tangri, Efecrs of Backgr

Wormien's Potigraduale Eﬁpléymém {Mew Brunswick, M.1: Ruigers. The State University. 1974),
ETA-ORD.

bid., p. 01,
®Alice Rossi, *Women in Science; Why So Few?™ Science, May 28, 1965, pp. 1196- 1202, 3 _l_
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with their families, were more oriented to ideas, had less need
to depend on others or nurture others, or to have intense inter-
personal relationships. They are better able to establish
egalitarian relations with men, with older people, and with
those in authority. Black college women were found to have
generally traditional professional aspirations.!! They are
more work-oriented than their white counterparts, however,
and are much more likely to see home and work as
compatible.

On a national scale, women with lower educational attain-
ment are more likely to work inatypical jobs than more highly
educated women.!2 This is especially true of whites, where
those with less education are clearly the most likely to work in
atypical jobs. Attitudes and background factors were found to
have relatively little influence on whether or not women
worked in atypical jobs. The question, then, of why some
women choose to work in atypical occupations is still largely
unsettled. 7

Skilled Blue-Collar Jobs

~Far more attention has been directed toward the skilled
trades as possible atypical occupations for women than
toward all other atypical occupations combir '. although
even here activity has been relatively limited,

During the Second World War, 2.9 million women entered
blue-collar jobs, but with the War's end, most women were
gradually phased out of the skilled blue-collar jobs.!? During
the sixties, the number of women craft workers increased by
about 80 percent, to almost half a million in 1970. Vocational
and trade school enrollments among women have also grown.

National Apprenticeship Information officers (the U.S.
Department of Labor has established 30 Apprenticeship
Information Offices’¥) have concluded that women are
better able than minorities to pass the tests required to enter
apprenticeships; they are not as likely to have educational dis-
advantages. Almost every trade uses the General Aptitude
Test Battery, which is also used by the Employment Service.

Applicants must also be interviewed by employer and union
representatives. In this interview women may be disad-
vantaged because interview impressions are ingvitably subjec-
tive. “The interview counts for more than people think. If
you're something different — your hair, your dress or be-
havior — you'll be rejected.” The Labor Department’s Bu-
reau of Apprenticeship, however, limits the number of total
points that can be assigned to the interview, requires the inter-
viewer to ask the same questions of everyone, and to write
notes on the answers so that he can account for the rating
assigned.

YiMartha T. Medniek, Motivational and FPersonality Faciars Relaed 1o Career Goals of Black
College Women (Washingion: Howard University, 1973). ETA-ORD -NTI

ICarol .. Juasnjus and Richard 1. Sharilidge, Jr., Dual Ca
i (Ca ] Th: Ohio State University Re
I, vel 3, pp. B9-95.

W Sreps 1o i?psmﬂg the Slulled Ihﬁlﬂ fa li’ymm(Wa:hmgmn U.5, Depariment of L.abor. Women's
Bureau, 1975).

“For & descoiption of the apprenticeship program, see The National Apprenticeship Program
{Washington: U.5. Depariment of Labor, Bureau of Appreniiveship and Training. 1972).

¢h Faundalion,




i .The.Bureau does not allow the trades to use qualifiers that
‘do"not apply to success. All qualifiers must tie directly to
success in the trade. In the early sixties extra points were
given'to veterans and to athletes; that is no longer done. As
oné commentator remarked, “There's very little they can put

“in to exclude women per se. The burden is on the Joint
-relevance:of qualifications.”

Although statistics are not available, it appears that very
few women are represented on Joint Committees or at any
official lével within the  apprenticeship system. These
statistics should be gathered and efforts made to increase
female representation where it is low.

‘In Europe, national governments have increased their con-

trol over apprenticeships and other vocational training. They

are also helping employers meet the costs of practical and
‘theoretical instruction. The trend is to train apprentices in
jogical stages rather than in a single, continuous program.'?
No assessment has been made of the effects of such changes
on women. Subsidies and training by stages might open more
opportunities to women.

Employer Personnel Practices

~ Advocates of employment opportunities for women have
given relatively little attention to certain employer personnel
practices that play a fundameatal role in job structuring,
grading, and classification and in the hiring and promotion
‘of employees.!s This section examines the research on job
analysis, hiring standards, applicant assessment, and up-
grading (or promotion).

Job Analysis

A job analysis study'? outlines four uses of job analysis: (1)
For job restructuring; (2) for developing education and train-
ing programs; (3) for examining qualifications; and (4) for
evaluating performance. All of these have unexplored
applications to the work of women.

A job may, for example, require that the worker lift only
one extremely heavy object or pull one extremely heavy
switch, only once a day. The task may take only a matter of
seconds to perform, but its inclusion in the job description
will make it difficult for a woman to fill the job.

Similarly, employers often assume that women cannot
perform certain tasks as well as men. Evaluations of their
task performance based on job-analysis would in many cases

~. prove these judgments to be false.

The review discussed four approaches to job analysis:
1. The Department of Labor method, the most widely used
in the U.S. Employment Service and eclsewhere. This

" 15Myron Roomkin, Improving Apprenticeship: 4 Pilot Spndv of Emplaver and Union Reactions in
Foreign Training Practices {Chicago: The University of Chicapa. 1973). E1A-DRD - 5TI5 P'H
223830,

16The only relevant publication dealing with jobunalysis. forexample. seems to be C. 1. Berwitz, The
Jab Analysis Approach to Affirmative Action (New York: Wiley, 1976).

1"Michael Wilson, Job /i ent- A Review uf Selected Research

ri Hesourre Manogem

alysis fui

and Develapment {Washingion: U.5. Depariment of Labar, 1974), Manpower Research Monagraph -

Ma. 16,

approach determines what the worker actually does, in rela-
tion to data, people, and thirigs; what methods, materials,
tools, etc., he uses; and what traits he needs for satisfactory
performance.

2. Functional Job Analysis. This approach is concerned
not only with identifying the way work is currently per-
formed, but also with what should be done, the tasks not
being performed, the purposes and geals of the organiza-
tion, and the extent to which jobs and their performance
meet those goals, '

3. Health Services Mobility Study. This approach deals
with designing job ladders, educational ladders, and per-
formance evaluation instruments. 7

4, Position Analysis Questionnaire. This approach
describes what the worker does and the general human
behaviors involved as “interpersonal activities.”

The study's conclusion was that the purposes of a job
analysis should determine which approach is to be used. Job
analysis is clearly so basic to the structuring and restructur-
ing of jobs and to the creation of career iadders that further
inquiries into the meaning of such analysis for women is
obviously in order.

As with job analysis, the application to women of hiring
standards is relatively unexplored. A review of these stand-
ards, conducted by Diamond and Bedrosian, summarized its
findings as follows.:

During the last two decades there hus been a tendency for employers 1o
raise hiring standards for less skilled jobs. Many have cited the increasing
complexity of jobs caused by advancing teehnology. Others have taken ad-
vamage of the rising educational level of American workers. Some have
wished to raise the tone of their businesses in terms of some standard of
community acceptability. Still others have had the understandable ohjec-
tive of hiring the *best qualified” workers possible. In particular. the high
school diploma has become a symbol of a more highly motivated and ver-
satile job applicant than the person who did not complete high school, In the
pursuit of these objectives, significant inconsistencies may have developed
between the characteristics of applicants sought by employers #nd those
which are clearly necessyry for successful job performance.™

Employers have developed standard proceduresto appraise
job applicants. First is job analysis and description to es-
tablish hiring standards. Data on applicants are then taken
from application blanks, personal interviews, references, and
tests, compared with the hiring standards, and new hires aic
chosen.

The study found, however, that
.. . the vast majority of firms did not possess job descriptions far key occupa-
tions at low skill levels, Consequently, the setting of hiring standards was a
very informal process. with the requirements and prefercnces being no more
than one or two individuals' notions of the kinds of employees nceded. More-
aver, hiring standards were subjectively determined. they could be raised with
little oF no reference to the job duties. ... the standards were the more
subjective because they were rarely written. One of the study’s most persistent
findings was the absence of written hiring standards in virtually all the occu-
pational groups studied. As a result, each employment interviewer and/or

Whaniel E. Diamand and Hrach Bedrosian, industry Hiring Requirements and the Empluyment of
[isadvaniaged Groups (Mew York: Mew York University, 1970). ETA-URD 15, PH 191274,
Summarized in Miring Srandards and Job Performance (Washington: U.S. Department of Laber,

. 1970). Manpower Research Monograph Mo, 18 p. L
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supervisor may have tended to establish his own hiring standards with little
reference to those communicated infornuily to him by the company. | hus,
the hiring process became highly personalized, involving ih  dividual judg-
mlﬂlk Ql' one or mnn, ;’ursunm sp;gi.llists Mm nuy ur ay not have been

So it is tlut hle_]ELll S 'mj peraunalucd employer hiring
procedures, unreliated to job requirements. may be highly
prejudicial to the hiring of women. Judgments are fikely to be
made not on the basis of performance ability but on the basis
of whether the applicant resembles those already hired and
performing their jobs suceessfully.

Assessing the disadvantages as potential employees has
already been dealt with, but the implications of assessment for
women have not heen cxamined, Assessments involving
educational credentials — except in vocational subjects and at

- the Ph.D. level — and paper and pencil tests are likely to favor

women. On the other hand, interviews could be prejudicial to
women because they are inevitably subjective.

Assessment  methods most prejudicial to
vocational interest and personality inventories — are used far
more by school counselors than by employers. but they do
reinforce job stereotyping and determine the kinds of jobs
women seek. All assessment procedures, applied before and at
the time of hiring, require examination in the light of women’s
experience and the opportunities open to them.

wormen

Upgrading

Once hired, what are a woman's chances of progressing?
Again, although some attention has been given to the general
subjecl of upgradiné liltlL attention has been paid to the

A review g! resaarch and du’t:loprrn;:m on upgrading points
out that upgrading is achieved through (1) a single-step
promotion or wage increase: (2) a multistep promotion or

wage incr:’:;ng' (?) imprnv;mtma rgsultiné !'rr:nrn tminim:; or gr

services LD t;mplayc:r m;d at op nmg :jdv;mcem;nt Dppr-
tunities.® Other routes to upgrading include change of
employer and change of occupation. Little is known about the
extent to which women profit from the various forms of
upgrading.

Significant findings from the review of rescarch included:

I. Pressures to comply with antidiserimination laws have
been an important incentive to employers to upgrade women
and minorities.

2. Economic downturns discourage employers from offer-
ing training becausc skilled workers are more easily available.

3. Despite downturns, some employers. especially in
marginal and small industries, concerned about turnover and
absenteeism, may initiate upgrading programs,

4. Job dissatisfaction may not be reduced by training that
leads only to a few higher level jobs.

5. Employers who face acute shortages of skills respond to
upgrading experiments. '

Hhid,

®Flerence M. Casey, Upgrading —
ton: U.5. Department of Labar, 1975). Manpos

= Froblemy and Powenbahines: Ths Ran2 l-rrn'm'm # { Wiishing-
et Research Moanagraph No. 40
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6. Many primary labor market employers have their own
training and upgrading programs, but these have little i impact
on lower wage workers. Employers in the secondary market
lack not only the training capability but also the higher level
positions. Many firms. however, have high level jobs that they
do not offer their lower level workers.

Among the {indings of a q[udy uf up;zradiné in fiw. Ne:'
York Cily induﬂri;sil w

was th; cx,cr:plmn not the rule. masl, Qf th \mrkcra who were
promoted had learned the necessary skills by informal means.
In some occupations, however. the vocational curriculum in
nity colleges, getting the A.A. degrce, and passing
licensing requirements (but not high school vocational cur-
ricula) gave applicants for skilled Jobs a preferred position.
“There is overwhelming evidence that women and minority
group members are discriminated against when it comes to
promotion into skilled jobs or entrance into training
programs . . ."?? Federal funds have interested some unions in

aining for upgrading. “One of the severe constraints on
upgrading is the success ol established groups in restricting the
pool of potential candidates for better jobs to those who meet
certain arbitrary standards of education and work
experience.”?? Training for upgrading can be very costly. The
ability of Federal subsidies to persuade employers to train for
upgrading is questionable. A shortage of part-time public
training opportunities exists. Adequate account should be
takén of the difﬁculties Gf[hé diaadvantaggd in competing for

cunn;clmn with th‘ upgradmé Df women wmrktrs

Job grades are the ranked categories. like school grades,
through which workers rise. or fail to rise, in their employ-
ment, Unfgrlunately \ft.,ry ]ll‘.llL mformdtugn abnul theaelub

ablﬁ th;ver, on lh:,.— Eradm&. syatem Amﬁﬂé fulleumr; WhltE‘
collar employees in the Federal Government and the position
of women in this grade hierarchy. In the lowest three grades
approximately three-fourths of those employed are women,
whereas in the highest three grades. only 2 percent are women

(see table 6)
Since opportunities for women are significantly better in
Federal lhdﬂ in prwale melﬂymem lt nmy be a%sumed lhat

prmue fxrms, :

How Much Work?

Women's prnclivily to spend fewer hours on the job than
men do (in a given week, a given year, or over their lifetime)
has been the focus of several studies. This research deals with

ity Prns
he 1Ilh servives, kcal public

ore, 19721 The mdmlnu WE R appar:lﬁmnum;llﬁt Tood service,
and eonstruetion.
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" TABLE 6. Women as Full-time White-collar Employees in

Federal Government Agencies,! October 31, 1970

Mumber of  Women

General schedule

(G5 Salary? employed pereent ui
grade women total emploved
54,125 2913 68
4.621 18,576 76
5212 86,274 74
5,853 139,664 63
6,548 191,678 32
7.294 65,089 48
8.098 54,037 %
8,956 12,431 26
9,851 43441 24
10,569 1,890 12
11,905 19,325 12
14,192 9.870 7
16,760 4,622 5
19,643 1817 4
22,885 942 3
26,547+ 158 2

1Exgludes employces of Centrul Intelhgence Agency, Nutional Seeunty Agency, Board ol Governors

af Federal Reserve 5 1, and fureign mationals overseds.

IThe rate for basic pay fur employees s step | of the grade.
Bul
Civil Serviee C

tudy of Employment of Women in the Federal Goverament, 1970 "1 Wishmgton, 115,
ion, Hureau of Manpower Informition & ma, 1971}, pp. 17. 235,

various forms of shortened hours such as part-time (less than
35 hours a week, by definition in the official employment
statistics) and intermittent work, unusual work schedules, and
turnover, absenteeism, and job tenure.

Well over half of all women workers (6 in 10) do not work
full time year round, as wasindicated in chapter 4. Indeed. the
most rapid growth in the adult female work force in the past
decade has been among part-timers, whose number increased
by 54 percent between 1963 and 1973, compared with a 28
percent increase in full-time women workers,and a 14 percent
increase in the employment of adult males,?

About a fifth of adult women working in 1973 were
employed part-time (as distinguished from those who work
jonger weekly hours but areemployed intermittently through-

" out the year}. Working mothers were more likely than others

Q

to be part-timers: about one in three. More than half (55
percent) of all part-time women had preschool children.
Part-time increases are attributable mainly to the rapid
increase in young married mothers who work. but also to the
reentry of many older women into the labor force. Both seek
good part-time jobs; many do not wish to be fully employed.
Their problem, of course, is that good part- -time jobs are
scarce, outside of teaching and nursing. Most part- -time jobs

?‘C:;mei Greenwald, =Part-Time Wark and Flexible Hours E
ka:hup of E:gsr:‘h Nzed:d to imprnve lhE Emplu)mem and

nplayment.” Paper presented at a
iplayability of Wamen. eanvened
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are in clerical work. retail sales, food service, and cleaning. In
manufacturing, only the garment industry has brought in
part-timers on a large scale, and it is a low- paying industry.
Not only are part-timers usually poorly paid, they have little
job security and few benefits, A. 1972 wage survey found that
only half of all part- -timers received any of the holiday and
vacation benefits given to full-time workers.? Usually they
did not receive life and health insurance coverage, and less
than a fourth were covered by a pension plan. Many carned
lower hourly wages than those doing similar full- time work,
The employers® rationale for such differentials is evident
fmm a .s.tu,dy 01 F‘hllddelphm fnrms th;y usad pﬂrt umers rm=
in mf:etmg pgak loads, utnhzmg mpltal mvustmgnts or
expanding hours of customer service. 25 |n the same study, an
analysis of current unemployment compensation and pension
regulations showed that they discriminate against the part-
time worker. The findings suggested a major emphasis on
improving the wages and conditions of part-time jobs.
Another study suggested that “employers should be
expanding part-time work opportunities in order to attract
women of, exceptional ability, reduce absenteeism, cut
overtime costs, and increase efficiency,” although the
researcher recognized that more data are needed to prove the
argument on cost and productivity grounds. Only one study of
the productivity of part-timers has been made, she reported.
The Massachusetts Department of Welfare in 1969 found that
part-time caseworkers handled 89 percent as many cases as
du:l full tlmg wurkers and furnover was inr one- llnrd ihf’

fc)cus on mature women whg w;ll maks: a commnmgnt tr: a
good part-time job, rather than on students and young people
who are likely to be transient.

It also needs to be shown, she said. that many jobs can be
handled on a part-time basis, and that the benefits to
employers offset administrative inconvenience. Researchers,
she recommended, should locate women in various occupa-
tions and examine both their characteristics and those of the
job that make part-time work possible.

Special attention, in her view, should be paid to manage-
ment jobs. Studies are needed to show what management
means and what the precise management tasks are. Perhaps
some jobs cannot be put on part-time (or flexible) schedules,
but many mhers can. be. Managers are ofte:n tra\réling or

anyhgw!

A useful and successful experiment in public employment
of part-time professionals and executives was initiated in 1967
by the Department of Health, Education, and Welfare.?’
Agencies within the Department identified 60 positions that

could be filled by part-timers, and 22 women were selected for
them, out of several hundred applicants. Supervisors reported

#Robert 5. Daski, "Area Wage Survey Test Focuses on Pan-Timers.” Monthly Labar Review, April
1974, pp. 60-62.

#Ruth W, Prywes, A Stndy of the Development of Nonstandard Workday or Workweek fur Women
wr College, 1974). ETA-ORD=NTIS, PB 229614,

{Bryn Mawr, Pa: Bryn
*Greenwald, op. ¢it., p.
"8argaret A, Howell and Marjunﬂ: G, Ginsburg, “Evaluation af the Professional and Executive
Corps of the Department of Health, Education, and Welfare,” Fublic Personnel Management,
January/ Fehruary 1971,
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'th,at;ihey were productive employees who had few difficulties

in their jobs. The women themselves reported that they valued
the opportunities for self-development more than the salaries
they received on the job. They also reported a tendency to

-~ work more than part-time and some confusion about

promotion possibilities and eligibility for fringe benefits.
The Comptrollar Gem:ral of the Umted States recenlly

"the advantages and dlsadvantages of u;mg__ Lhemi and
: cnnst’r’aints on their increasrzd use, e Thfi: TEViEW c:oncluded

relaxed or allmlnated tc allaw agencnes tD use whatevgr types
of employees are needed to accomplish agency functions. The

" Office. of Management and Budget, which imposes these

" employees include greater fl
" personnel requirements durin
work and spetial projects, Dlssdvanmgcs include increased training and

E

ceilings, did not believe, however that further relaxation was
necessary.??-

Even with existing ceilings, part-time and temporary

‘ employees (in the Executive Branch less the Postal Service)
~ had increased by 40,000 (or 27 percent) in the 4 years ending in
© 1975, while full-time permanent employees declined by

40,000. During fiscal year 1974, Federal Executive agencies

- employed an average of 222,880 part-time workers each

month; about 8 percent of all Federal civilian employees.

In providing part-time employment, the Government can use a greait pool
of talent that wo::id not be needed or available on a full-time basis. Part-time
employment also benefits many persons who cannot or choose not to work
full time, According. to agency off _,dls benefits from usi ng part- time
ibility in meeting temporary increases in
asonal workload peaks and for emergency

administrative costs because of the high turnaver rate®
Research on hours of work has neglected intermittent work,

- although it, like part-time work, is a form of reduced work-

hours. Often intermittent work involves ‘substituting for
regular workers during leave periods, or working at

“temporary or seasonal jobs that do not require a full-year

commitment.

In 1974, the annual survey of the work experience of the
population indicated that 20.9 million women, of the 42.8
million who did some work during the year, were part-year

- workers (that is, worked less than 50 weeks).3! Some 11.3

million of the part-year workers worked at least 35 hours a
week while they were employed. The remaining 9.6 million

. worked not only part year, but also part time.

The vast majority of the part-year workers were s0 classi-
fied for four reasons: unemployment (3.7 million); home

- responsibilities (10.1 million); school attendance (3.8 million);

and illness (1.5 million). Little more is known about these

- categories than their number, The characteristics of women
. who want and need to work intermittently ought to be
- explored, along with the kinds of jobs they do, for both
- represent an important segment of the labor market.

oy ixJ'lmr E‘ﬁp‘ﬁﬁﬂl‘!’ in Federa! Agencies, Repori to the Congress by the Compiroller ﬁenrmlnl’

' I'IE Lhiitﬁi Srares (Washington: U.5. General Azcounting Office, 1976)

“lﬂlm l?‘li the U.5. Senaw had approved a bill that would p employr apporfunities in

e workers, but the House of REpr:;:nlnhvE; hnd nn\ acted on this of

mmhr bills by June iﬁﬁ
* Part-Time Employmeni, op, dt., Pl

* MDats in thisand the following paragraph are from the forthcoming repo

the population for 1975, to be imued in 1977 by the Bureau of Labor Stat

been revised from thowe originally published.

the wark ez perience of
The 1974 figures have

Q
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Clearer definitions and descriptions of intermittent work
might facilitate the task of developing jobs, creating more
intermittent work opportunities, and upgrading the pay and
conditions of the intermittent worker.

Work Schedules

More rescarch is also needed on the scheduling of work’
hour’s Majnr departurgs fmm the typiml 5 day 40 ha'ﬁxr

(2) ﬂexlblé schedules (3) stagbcred sghedules

The most common variety in the United States has béén a
compressed 4-day, 40-hour workweek, known “as 4-40.3
About 700 companies are reported to have adopted some
form of the 4-day workweek, usually because management
hopes that it will increase plant utilization, profits, and the
supply of skilled workers. Most of the 700 companies are
small, nonunion shops, mainly in manufacturing but also in
retailing, publishing, banking, etc. Some have found the 4-40
schedule unsatisfactory, and general interest in it has
diminished somewhat.

Most of the incentive for changing schedules has come from
management. Workers have not been enthusiastic about the 4-
40 week. Althiough some have responded favorably, many
workers have complained of fatigue and a conflict with hours
worked by other family members. Unions have favored a
reduced workweek rather than compressed schedules and
have objected to the 10-hour day required by the 4-40
schedule, ,

In shifting to the 4-40 schedule, companies may encounter
legal constraints or scheduling problems as well as employee
and union objections. The companies often find it difficult to
coordinate shipments, get parts, and make deliveries to
customers. Wage and hour laws in many States require
overtime pay for hours worked beyond 8 per day, but many
companies adopting the 4-40 schedule reportedly have not
increased Lhe pay of their workers even thcugh the workday

A pllut sludy of 16 firms was undertaken by the Bureau of
Labm‘ Statlstlcs to flnd out what kmds of recards were avall-
sshgdu!e increase produ:tmty, reduce tumcwer, absgntemsm,
raise performanes, Job satisfac:tion and help r&cmit

be us€d in gvaluaung the £conomic 1mpsct Qf revnsed wm’k
schedules, but few had made such evaluations.

This survey of “compressed work schedules” — — varying
from 4 days, 40 hours (the most common) to 3 days, 35 hours
— found that while productivity increased at some firms, it
did not change at others, and decreased at the remainder. No
turnover reduction was found. Reductions in absenteeism and
progress in recruitment were found, however. The effects of
overtime were mixed; pay, benefits, and weekly hours did not
change much. Improvements in the use of plant and equip-
ment were not made by all employers.

~ MBeverdly Ba-zhén;nn. “Rearranged Work Schedules.™ Unpublished isaue paper (Washington: U5,
Department of Labor, Manpower Adminitration, 1975).

BThe Revieed Workweek: Results of a Filot Study of 16 Firms (Washingion: U.5. Department of
Labor, Bureau of Labor Statistics, 1975). Bulletin 1346,

&
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“to 4 or- from 9 to 5. But Hewlett- Packard Co.,
‘ Ameru:an company to adopt flexi-time, allows workers to
start between 6:30 and 8:30 a.m. and work 8 hours. And John

RIC

:Flexi-time, which requires employeesto be at work duringa

- core period but allows for ﬂexlblhty of starting and finishing

times, has not caught on in the States, as it has in Western
Europe, according to one study.’® Government workers,

" especially those in municipal government, have led the way in

creating such flexible schedules as exist in the U.S. Usually the
workers’ option is limited: a workday scheduled either from 8
the first big

‘Hancock Mutual Life Insurance Co. of Boston, which also

- converted to the 4-day week, allows employees to work any 8-

hour period between 7:30 a.m. and 5:10 p.m., provided they
are there for the core hours of 9 a.m. to 3:40 p.m.
It is dlffu:ult to estimate the potential of revised work

schedules. In tight labor markets, when workers cannot be

easnly recruited and retained, employers have a special incen-
tive to experiment with the scheduling of work hours, They

" may also seek to offer workers revised hours in lieu of higher
’ pay. 35

In general, hDWEVEf it appears that employer incentives to
revise hours are not great. Nor have worker or union demands
for revised hours been great. Still, the benefiis to women (and
men) of flexi-schedules are obvious: greater autonomy is per-

" mitted in the scheduling of their work hours, The value of

compressed or staggered schedules is far less clearcut.
Compressed schedules often lengthen the workday to the
point where women find it difficult to manage both ng and
hOl'!lE responsnbllltiss and staggefed s;‘:hedules mten mcréase

wnrkcrs should haVe the Dptlt:ﬂ of chaosmg or de:f:lmmg to
work such schedules.

Potentially, women can benefit “-om optional schedules,

" even though they are still in the experimental stage. Women
- should not expect large or rapid expansion in optional sched-

uling, however, since labor surpluses diminish employer
incentives to experiment.

Turnover, Absenteeism, Tenure
Undc:ubtcdly the most common explanation, or excuse,
given by gmployers (and researchers) for the marginality of

women workers is that they have high turnover and absentee
rates. Considering the significance of this issue, it is remark-

- able how little is known about either turnover or absentee
" rates.

Available data suggests that differences in turnover rates

* of men and women are usually small. In October 1968, when

the Bureau of Labor Statistics last published separate data,
the total separation rate for women factory workers was 5.5
per 100, compared with 4.8 for men: quits were 3.1 for
women and 2.7 for men; layoftfs and other mvoluntary
separations were 2.4 for women and 2.1 for men.? Thus, the

!‘Aﬂxﬂ 5. Ghekm;n and Z;ﬁa H. Brown, Changmg Szl-gdule: r}f Weork: Parrerns and Implivaiions
(Silver Spring, Md.: Amerizn [ns 3 TA-GRD—NTIS, PB 219117,
H, Goldberg, "A Comparison of Thre Alternative Work 5l es: Flexihlie Work Hours,
-Compact Work Week and Staggered Work Hours.™ Ph.D. disseriation, Univenity of Pennsylvania,
1975,
“Employment and Earnings inthe United States, 1909-73 (Washington: 1.5, Depantment of Labor,
Bureau of Labor Statistics, 1976), pp. 42-43.
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belief that women are more apt to quit than men finds scant
support in a rate differential that translates to 4 in 1,000!

According to another BLS study, 7 percent of women but
10 percent of men changed their occupation during 1965.
Occupation changing was most common among the young.
Among 18- to l‘3=ygar olds, more than 1 in 4 girls and almost
I in 3 boys worked in more than one occupation that year;
while among workers 35 or older, fewer than 4 percent of
women and 6 percent of men had switched.”’

A study of 65 large chemical and pharmaceutical labora-
tDriEb shgwed cmly mndcrate diffﬂreﬁcf;s in turnover betwcen
type Df degres réqulrgd fﬂr the grade c:f wnrk pcrformgd 3
The overall turnover rates were much less favorable for
fenale chemists because they were so overrepresented at the
lowest grade levels, where turnover was highest for men as
well as women. Many employers said the difference in turn-
over was not great enough to make a difference in hiring.

As for absenteeism, a Public Health Service study showed
an average of 5.6 days lost by women and 5.3 by men during
1967.% Women were more likely to be absent because of
acute illnesses and men because of chronic illnesses. The total
financial loss represented by absenteeism, according to
another study, was as great for men as for women, because
the men were likely to stay out longer with their chronic
illnesses.0

Apparently in some occupations, the illnesses of women
last somewhat longer than those of men, while in other
occupations such as clerical and government work, the
reverse is true.*! Among single people, young women us¢
more sick leave than young men, but older women use less
than older men.*? Among ever-married people, however,
women use more sick leave (6.1 days) than men (4.7 days)
even when age adjustments are made.

Higher absentee and quit rates among women often reflect
their low job status, Most studies indicate that the higher the
job status, the lower the absentee and quit rates. Among
Federal workers in 1961, for example, sick leave averaged 9.6
days for women and 7.9 days for men, but among those
earning $9,000 to $10,000 a year, sick leave averaged 6.9 days
for women and 6.3 days for men.*

Job tenure, as measured by continuous employment in the
current job as of January 1966, averaged 2.8 years for women
and 5.2 years for men.* The difference was due entirely to
married women; single women had the same job tenure as
single men of comparable ages.

L;bqr Slmuuca 1956) Sp::lal Ldbqr Fﬁrez R:p-nﬂ Na. 84

#iohn B. Parrish, “Emplo sis in Industrial Laboratories,” Selencd, April 30,
1965,

3% iial and Health Statistics, Current Esilmates from the Healtk: Interview Survey (Washington: U.S.
Department of Health, Education, and Welfarc, Public Heaith Service, 1967).

#+The Economic Casta of Al ism,” Progress in Health Services, March-April 1963,

“F‘hxhp E. Enlerlm: Work Lon Du: to liness in Seiected Occupations and industries.” Journalof

nt of Wemen Ck

‘iPhﬂip E. Enterline, “Sick Absence for Men and Women by Marital Status,” Arehives of Environ-
mental Health, March 1964,

41 Facts about Women's Absenteeism and Labor Turnover (Washington: U 8. Depaniment of Labor,
Women's Bureau, 1969). Attributed to s March 1963 draft repont by the Civil Service on a government-
wide study of sick leave in 1961,

1 Jols Teriure of Workers, January 1965 (Washington: U.S. Department of Labor, Bureau of Labor
Statiatics, 1967). Special Labar Force Report No. 77.
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-Among low-income workers, the job tenure, or “attach-
ment,” of women has been found to be higher than that of
men. A study of the Continuous Work History File of the
Social Security Administration concluded that, “especially
significant is the high degree of firm and industry attach-
ment exhibited by females. More than 53 percent of the low-
income females in both the New York (City) and national
samples were firm stayers over the period [studied]; the
corresponding figures for males were 41.7 percent in New
Yc\rk Sﬂd 38 5 percﬁﬂt iﬂ th«, Nation Ai: EXPLCtEd attach-

Thg study provnded revea im;, mmght& into thg relation-
ship between attachment and upward mobility, In the
apparel industry.. where women were extremely attached to
their jobs, only 32.7 percent advanced in their jobs, whereas
55.3 percent of males who stayed with the firm, advanced.
The differential was especially great in the $2,000 to $6,000
im:ﬂm& rangr: Womer’n were hin:d mainly as ngratives and
Advancement
Dppgrtumnss for bﬂth S€Xes were highe; in some New York
industries such as banking, than in others such as general
merchandising stores or apparel manufacturing.

The failure of women to advance in their jobs, it would
appear, is far less related to high quit rates than to the hiring
and retention of women in low job grades, at least among
low-income workers.

With regard to labor force dropout among women, it was
found that of the almost | million women who left the labor
force in 1963 and had not reentered by February 1964, 89
perc&nt were mafriéd 46 Arﬂcng women unde’r 24 ;’zllmost 3 ind

dropt‘:ut dmoﬂg older women (45 to 64) was lllness (32
percent) and layoffs (18 percent). Of every 10 married women
who stopped working, 6 said they were either not interested in
returning or did not know,

Clearly, large numbers of women quit work voluntarily
because of their “dual careers,” but too little is known about
quit rates among men to conclude that employers risk higher
turnover when they hire women than when they hire men.
Indeed, what is most conspicuous in a review of this literature
is how little is known, generally or specifically, by individual
firms and occupaticns, about the *risks” to employers of
hiring and upgrading women.

A beginning has been made, however, on two of the most
frequently cited reasons for reluctance to hire women: Their

*_child-care problems and their health, which allegedly affect

Q

both absenteeism and turnover.

Child Care. Only | in 10 working mothers (aged 35 to 49) of
preschool children used a day-care center in [971.47 Almost

ard Sleiﬂb&rﬁiwﬂd Mability aof Low-Income Workers (New York: Insutuiz of Puhl.
inistration, 1973), p. |. ETA-ORD--NTIS, PR 234192

#Why Women Stari and Siop Working: A Study in Maebility,” Morithly Fabor Réview, Seplember
1983,

41Carol L. Jusenius and Richard L. Shornlidge, Je., Dual Careers: A Longiiudinal Studv of the Labor
Markei Experience of Women (Washington: U.8, Department of Labor, 1975). Manpower Hesearch
Maonograph Ne, 21, vel. . - .
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half Qf th‘iE women had lhEir children c’:arcd l’nr dl thL hv

lDr carein mhcr pnml; hom;zp, Dmn the hnmu uf nu&,hburs
Wum:.n it was founcl prct:.r care in tlm urdr:r lhur own
home,
relative,

Only two factors in the lives of thaose examined were related
to the use of day-care centers: The absence of older brothers
and sisters to care for a preschool child, and the economic
hardship associated with separation and divorce. The limited
impact of mher facmrc. sugg;sts the c:.ntral rﬂle pldygd hy
care cgnterg musl m;)t be unmmdful Df e;‘.lqtln;:. attltud«.s and
preferences regarding child care, which attach a premium to
care by family members. On the other hand. public policy
must also recognize the impact that decreasing family size and
growth of single-parent households will probably have on the
need for day zare,”™#

Between 1965 and 1970 the increase in the number of
working mothers with young children also increased the
demand for child care.* At the same time, the number of
household workers declined sharply, increasing the need for
chiid care away f'mm h()me The suburbam; ti ,c’:findustry

It is ated thét FulL= or parlgday r:aré is nsgdgd for
several million children; yet care in licensed centers and family
homes is availdble f’nr only sbout 900 OOO s:hildren B Data

nat an 1mportant mhxblmr m women ent&rmg the wark, [arca.
For example, the 1971 National Longitudinal Survey
reported that 13 percent of white and 47 percent of black
women with children under age 6 said they would enter the
labor force if free day care were provided, but only 5 percent of
the white and 26 percem of' thé blacl{ women said 1héy were
Ehlld{d[‘ﬂ pmbfems,f‘ Apdl’t frDm thls sludy. [hi:!’ti.‘ seems m ,
be no firm indication of the number of women who need child
care,

Some observers feel there should be more concern about
what child care means to the child, rather than to women
workers.?? As it is, little research exists on the type of care
given and the effects a‘f diff&rent kinds c)f care on children,

Labor, Health, Eduzati@h, and Welf'arg‘ and Housmg and
Urban Déve!()pment 53 exemplify the difﬁculty nf' reaching

“Ibid., p. 93,
#3Mary Hulff Stevenson, The Dvierminanis of Low Wages for Women Workersi Ann Arhor, Mich,:

' The University of Michigan, 1975). ETA-ORI.

NChild Care Servives (Washington: 1L5. Department of Labor, Women's Bureau, 1975). Issue No,
0.

*Jusenius and Shortlidge, op. cil.

¥5ee, for example, Richard L. Shonludge, Ir.. Changes in Chuld-Care Arrangemenis of Werki
Wamen, 1963-197]1 (Columbus, Ohio: The Ohio Staie University Rezseareh Foundalion, 1975). ETA-
ORI

WTaw of the experimental day-care centers sponsared by the Department of Labor are discussed at
the end of ch. 6.
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”"Eogfdinating Committee on Child Care, little coordination
ireportedly exists, The Comprehensive Child Care bill, passed

by the Congress in 1971 and vetoed by the President, might '

‘have'met'many of the needs for expansion and coordination of

child-care programs.
Conflicts between higher and lower income women over the

" iquality and quantity of child care have also made agreement

‘ngré difficult. Black groups have generally wanted to increase
-tHe quantity of care, the number of facilities, while higher
‘income women-have been more concerned about quality.

" HealthSRather little is known about the health of women,
consideririg ‘how basic health is to job performance and to
what employers regard as excessive sick leave among women.
- ‘What is kriown-is that a large number of women report acute
and, in later years especially, chronic illnesses that affect the
kind and amount of the work they can do. Other findings
suggest that problems of health, while present, do not usually
affect work performance. Specifics beyond that are
‘apparently unexplored.
Among middle-aged mothers in poverty groups residing in
a rural-urban fringe of upstate New York, it was found that
medical complaints, nervous symptoms and physical and
_ mental dizabilities were related to unemployment.3 Most of
the sickness was chronic and preventable. Dental condition

38
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was poor with evidence of neglect. Disabilities arising in early
life influenced current welfare status. Past employment was
related directly to education and job skills, and inversely to the
number of pregnancies. Many of the women had very large
families, and over 30 percent had had their tubes tied. Only 57
percent were married.

Obesity was the mast commen nutritional problem encountered Unem-
ployment was related to obesity, and the incidence of unemploymer
dircetly with the degree of fatness. The association between unemployment
and obesity could be explained as being due to the co
known to be complications of obesity, such as hypertensive heart disease

xistence of diseases

employability. Since in many cases the obesity had been gstablished long
enough for the women to incur serious complications. it would not only be
necessary lo impose methods of weight control. but also to treat the secondary

This study, an unusual and very valuable one, points up the
need for greater exploration of health requirements among
women and the identification at an early preventable stage. of
such grossly neglected health problems as obesity.

14Daphne A. Roe and Kathleen R. Eickwerk, Health and Nutritional Stans of Working and Nons
working Morhers in Poverty Groups (Ithaea, M.Y 2 Camell University. 1973}, ETA-ORD - NTIS. PR
226821,

#bid., p. [4.
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6. UPGRADING WOMEN'S EMPLO yMENT:
DEVELOPMENT PROJECTS

Many experimental projects, often building on research
and some involving both men and women, have been under-
taken by the Employment and Training Administration in an
effort to improve the work opportunitics of the dis-
advantaged, mainly minorities and women. A few of thesc
projects are reviewed in this chapter in some detail, to extract
usable information from their experiences.

The {irst is the Minority Women's Employment Program —
the most successful and sophisticated effort to place black
women in good jobs in nontraditional ficlds. The others,
in order, are a Memphis project to expand employment op-
portunities for women; a Wisconsin project on women in ap-
prenticeship; several projects concerning women offenders;
demonstrations to upgrade household employment: the
development of careers and career ladders in health occupa-
tions; the provxsmn of group support to black girls to help
them stay inschool or find jobs; and, finally. operation of day-
care centers.

Minority Women's Employment
Program (MWEP)

MWEP was made possible, and was in a sense initiated, by
labor market research on Negro employment in the South,
carried on by Dr. Ray Marshall (now Secretary of Labor)and
others; first at the University of Kentucky and later at tht‘:
University of Texas.! -

A study of the Houston labor market, which was part of
that research effort, concluded: “For black women, the
employment patterns are so patently cxclusionary as to
warrant 1mmedlste mvestlgatmn The paramﬂum leLlE tur

Morgave,r, “training andgab placemsnt offer little hapP ft)r
more than ad hoc accomplishments. Given the gross inade-
quacies of the welfare system of the State of Texas,” and the
limited and often nonapplicable minimum wage laws of the
State, the situation requires much more than what is avail-
able “The SLlSplCan that many of the manpaw::r programs

pracuces are allgrei thf:y can rc:ahau::ally pt:rmrm llltlc: mher
purpose.”

The rea:grzh project, sponsored jointly by the Department of Labor and the Equal Emplayment
nd

Opportunity Commission, analyzed black and white empluyment patterns in seven southern ol
in selected indusiries. For a summsry of the entire project, see the d-valume Final Report: Negee
Employment in the South {Austin, Tex: The University of Texas, 1973}, ETA-ORD--NTIS, FH
219611,

Vernan M. Briggs, Je., Negro Employment i the South — The Hoston Labar Market (Washing-
ton: U.5. Department of Labor, 1971). Manpower Research Monograph Mo. 23, vol. 1, p. 94,
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Two-thirds of the Negroes in Houston worked for small
employers, and in the higher paying sectors (such as petro-
chemicals), they were in low-status positions.

“The results of the remedial programs in Houston provide
very little reason to be optimistic that the trends are being
changed very much. Most of the programs have concentrated
on entry-level jobs, which do very little to alter the Negro's
occupational position.”

The Houston report called for institutional chinges in
education, training, housing, and hiring.

A similar study of the Memphis labor market came to
similar conclusions.?

MWEP has been based in Atlanta, with extensive and
continuing research support from the Center for the Study of
Human Resources at the University of Texas in Austin, The
project’s goal is to place minority women (mainly black) in
nontraditional professional, technical, and managerial jobs.
Its target population suffers race and sex, rather than educa-
tional or low-income, disadvantages.

The project was originated by Ernest Green, director of the
Recruitment and Training Program (RTP) for apprentices,
and Ray Marshall, at the University of Texas, Green was,asa
teenager, the first student to test integration in Little Rock’s
Central High School. Dr. Marshall had directed not only the
Negro Employment in the South project, but also a study of
Negro Participation in Apprenticeship, which included the
predecessor of the RTP in New York City. The experience of
these two initiators has undoubtedly provided an important
backup for the project.

In 1971, the ETA Office of Research and Development
funded a pllDt project in Atlanta to discover if the outreach
&tralegy fﬂr appremn:es (Qf Green s RTP) cauld bg apphed to

thEn called Bl.;mk Women Emp!cymem ngram the Center
for the Study of Human Resources at the University of Texas
Qarried on the research and subcomragted the demgnstration
parallf;l r;-fmrt {named Mmcmy Women Emplﬂymgnt
Program) was begun in Houston, where the subcontractor
was RTP. The Houston project included Mexican, Asian, and
American Indian minorities, as well as blacks. Late in 1974,
the two projects became one (the Minority Women
Employment Program), under RTP, Inc.,and the ETA- -ORD
funded further testing of the approach in other cities,
including Dallas, New Orleans, Los Angeles, Cincinnati-
Dayton, Tulsa-Oklahoma City.

- )
VArvil Van Adams, Negro Employment in the South — The Memphis Labor Mgfkﬂ(Wmhingmn:
U.5. Department of Labar, 1973). Manpower Research Monograph No. 23, val.

‘Allan King, »A Filot Project 1o Overcomie Barriers ta Employment of anmy Women in White-
Collar Johs: Atlanta.” Unpublished interim report. (Washington: U.S. Depanment of Labar,
Manpawer Administration.)



.. The Atlanta project’s goalisto make 100 placements a year.
As -of mid-1975, about 6 to 8 people made application each
.,day, Eﬂd fmm 5 tu 9 i mljmh were placed m_;abs orabout 12

- seem hlgh the Jub; in which women were placed are ;jcn—

‘erally coveted ones and many are in occupations and firms
where few if any minority women have ever worked.

- Through mid-1975, the entire project had placed about 300
women, most of them in nontraditional jobs, and many of
‘them “fir;ts in these jobs Wlth such a vanguard progress

- begins.™

Limiting background factors continue to influence the job
success of minority women: “Factors such as discrimination
and misinformation are still present in the labor market. It is

~ thelatter against which programs such as MWEP can be effec-

tively directed.” The project is no substitute for the enforce-
ment of antidiscrimination laws or for institutional change,
but it can help meet employer claims that qualified minority
women cannot be recruited,

The interim report’s recommendations included:

[. Extension of the success MWEP has had with seminars
in which groups of minority women are oriented to nontradi-
tional jobs, if possible to industries such as oil and banking
where the project had difficulty making inroads.
~ 2, Extension of cross-city linkages. MWEP has success-
fully used referrals from business contacts in Atlanta and
Houston to develop contacts in the new project cities.

~ 3. Followups show that some placements have problems
because they are the only minority women on the job. MWEP
-should, therefore, try to organize their placements into
groups, to provide mutual support and to feed bangob infor-

- mation into the program.
4. Research should be extended to help in recruitment and

v Jjob development. Attention should be given to comparisons

- 'of MWEP performance with other job matching agencies (for

E

example, college placement offices and the Employment
- Service). Also, research attention to those not placed might

- help staff decide where to invest their energies.

5. Attention should be given to the possibilities of applying

- the MWEP approach to other populations, such as black men

and white women; and perhaps also to other employers, such
‘a5 the Employrﬂem Service “where underutilization of
-minorities is severe.” The approach might usefully be adopted
'by women’s and other groups, even voluntary organizations
that have no funding. Several groups ngratmg in any given

' locality, however, should be well coordinated.

-0, College placement offices might usefully adopt the

 MWEPa appmach Minority colleges usually fail to work with

.alumni in developmg jobs for graduates. In nonminority

; “colleges, minority students are often reluctant to use the

placement office.

IRabert W, ﬁlﬂv:r et al,, The Minorizy Women Emplmrmrm Froject: A Demonutration Frogram in
Farilitate Entry of Minority Women info M al, and Technical Oecupations,
November |5, 1974=-July 31, 1975 (Austin, Tex.: Th: Umvsmzy of Texas, Center for the Study of
Human Resources, June 15, 1975), p. 55. ETA-O&D.
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The Qutreach Strategy

The outreach strategy of MWEP derives from the RTP
approach to placing minority males in building trade appren-
ticeships. The strategy has also been used among rural
southern workers and in occupations such as fire flghtmg and
other skilled blue-collar jobs. :

Central to the outreach strategy is an organization wnth
limited staff and scope that aims to serve the needs. of both
employers and its minority clients, Unlike other placement or
job-matching groups, it examines the hiring and screening
prdctlces OfspEle!E employers and then prepares apphcants to

lmparﬁnt to thg pmgrams success are the followmg
(1) specialization — knowing what their goals are, ,working in
a limited area, becoming acquainted with all gmployers and
personnel people; (2) counseling — personal counseling of

-applicants, systematic evaluation of the effects of counseling,

and support after they are on the job., The program has a
definite focus and a somewhat defined procedure. It operates
on general guidelines, but continues to learn, transmit infor-
mation, and fill in the gaps as it moves along. According to the
staff, ﬂexlblllty isessential: “Don't take anything for granted.”

Resruitment and Natworks. Outreach also involves
recrui:m:ent in the minovity community and the dissemina-
tion of job and career it -;-.E.-r*"ltinn to it. Because informal,
word-of-mouth networ’ f.urtantin theJob search, the
program tries to devel: > su:is 4 network in the minority
community. Recruitment sources include minority news
media, radio and TV, graduaies of nearby and other minority
colleges, alumnae groups, black sororities, and other
women’s groups, college placement officers and faculty, and
minority professional organizations.

These networks are used not only for recruitment but for
feeding back information to the program about job oppor-
tunities and making contacts useful to job applicants.

Outreach to Employers. An important part of the
program’s outreach to employers, which overlaps its outreach
to the black community, is the contact it has made with black
pers(mnel c’:fﬁcers iﬁ lorzal business The Atlama Elack

Urban L:;’:ague ln 1975 the association had abaut 45 members
from about 40 companies. Membership now includes non-
personnel officers as well; about a third of the members are
womer.

The association has tried to make it possible for blacks to
observe Martin' Luther King Day. It has also tried to open
nontraditional supervisory jobs to blacks, most of whom have
been assigned Equal Employment Dpportumty responsi-
bilities. MWEP staff has held sensitivity sessions with black
personnel people. A major problem has been fear of female
aggressiveness: the fear of males that females are castrating
them anéﬁ have felt that they must be pﬁssive in arder to
deal wnh the:se feelings, and wnh Qpportumty bamers t,c: the
employment of black women.

In an outreach to employers, the project director makes
contacts with firms shown by prior research to need present or



el.”’Research’ tries to identify the people who
cisions at each firm. Job development research
following’ information: Informal as well as
ments; the seasonality of hiring patterns,
etailed step-by-step hmng procgdures thg

0 take ajob. “It's not that they are immobile,”
that;they don’t know how to move.” The
Is:them on.this problem, giving them role

its, Who are placed are urgamzed mto analumnae
'hlch foers suppon and mformatmn fegdback

nts beyond then trammg or Job requnrements
) t:amplamts ‘that others (usually men) get credit for their

ployefs p!ace women,

Reseaﬂ:h

Resean:h done by the Center for the Study of Human
Resaurces perforrns many vital functions for the project,
ncludmg the provision of the following:

1. Feaslblllty studies used in selecting new cities for the
'pmject

hkely to rleed new personngl
-3, Contacts with top management of such companies.
‘4, Assistance in training and orienting new staff.
;5 Iﬁfarmation on labor market for staff; to help establish

mher prﬁjectsi
“The criteria of success for the program are: Number of
placements, work experience of those placed, quality of place-
ments, - extent to .which employers are opened up, and
,nvement into nontraditional occupations and firms. Judged
‘on all these criteria, the program has been found successful,
-Research- meetings are held once a i..onth with the three
. researchers and the MWEP staff. The staff says that because
" the researchers are white males they are able to make impor-
‘tant contacts with employers. Staff also feels it is important to
have directors from outside.

ERI
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dlffmulty w1th relncatu:m — moving

rk;. (4) breaking out of the stercotyped roles in whlc:h ]
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Research needs that have been identified are: (1) Informa-
tion on a control group with which to compare the experi-
mental group; (2) analysis to locate the cause-effect relation-
ship of the program'’s components; and (3) studies that would
isolate the effects of counseling, short of placement, and that
would clarify the different effects of racial and sex dis-
crimination,

Staff is considering the possibilities of smaller labor
markets, such as Mobile, Ala.,, where medium-sized

‘employers are located and where even greater opportunities

may exist.

Although the program has considered the implications of
applying its approach to other populations, the staff believes
its success lies largely in its specialized focus (specific locality,
population, employers, jobs), and it is reluctant to take on
diversified functions without carefully considering the
conseqﬂences '
to other populatmns anc;l purposes! The d;ffgrences betw:e,n
the two are essentially the following:

1. More employers in the women’s program and more
types of jobs.

2. Less formalized system of application and hiring;
apprenticeship is highly structured.

3, More individualized and diversified qualifications; each
employer has his own subjective requirements.

4. Need for research on markets in the women's program;
no need in apprenticeship.

5. No need to deal with unions in the women’s program.

6. More need to influence the supply side, the applicant.

7. More focus on personal manner and presentation of self.

Volunteers

In the view of staff, Atlanta has few black, affluent house-
wives who are available for volunteer work in counseling and
job placement. Usually volunteers (in the YWCA and such
groups) are retired teachers and other educated middle-class,
mainly white women, who have the time and Jxperiencetodo
volunteer work.

Also, it was said, prograrns can use volunteers successfully
on shortterm projects, but most program activities need
consistency of help and a paid staff. AWOW (Atlanta Women
on the Way, an offshont of WQW in Washmgton‘ D.C. ) for

“to staff its program,

Implications for Other Placement
Programs

Colleges. MWEP points up the need forimproved guidance
and placement services in colleges. Most students have no
practical feel for what the market offers and receive no real
career guidance, Colleges need to begin career guidance in the
freshman year. More counselors and placement people in
colleges, and even high schools, should have more and better

aware of how many blacks and Hlspamcs are graduatmg in
their colleges. They often underestimate the number of
i 1



T '»tenual applu:ants for higher level jobs. Collége seminars in
“-which MWEP participates are usually initiated by faculty,
“rather than by guidance or placement people. Contrary to

- -some expectations, however, the colleges are highly receptive

‘o MWEPS Effgrts

ltmal resources ,anc! [he qua,hl,y Qf gradudtcs. Usually th,ey do
nm kncw mu\:h abgut the black colleges, and many are

The U.S. Employment Service. Certainly the experiences of
MWEP (and RTP) have many implications for that most
significant of job placement agencies — the U.S. Employ-
ment Service. The major lession is probably that personal
-relations and=personal service to applicants and employers
pay off ThE psrsangl servxce dépénds on the 51?: af lhe unit.

gwe tht:m personal service. |
. The Employment Service, inthe view of some MW TP staff,
needs to pay its staff better. When staff is not well paid, it tends

to be less creative and less interested in helping others find.

well-paid, rewarding jobs. Employment Service staff, it is
said, also needs to have more contact with emplayers outside
the office. “1t is depressing to have people coming in all day
asking for jobs. The staff needs to get out in the field and have
contact with employers, It’s hard to take about jobs when you
don't know the employers or thie jobs.” In the future, MWTP
hopes, to get involved in discussions about the merit system
and the testing practices of ES, which limit minority hiring.
Some 50 employment agencies in Atlanta are making money
on people’s job needs, it was said, because of the failures of the
Employment Service and college counselors.

The Work Incentive Program. WIN was said by MWEP
staff to be a good program but also.lacked contact with
employers, coordination of services to applicants, and atten-
tion to entry-level jobs that might have future prospects,

Impressions of MWEP

The visitor to the MWEP can hardly help but be impressed
by and admiring of its operations. The atmosphere is at once
businesslike and palpably cordial, hospitable, friendly, a
remarkable combination of qualities. Above all, the visitor
gets the strong impression that people enjoy their work and
one another. Not to say tensions are absent, but they do not

,dominate the modd of the program. The program certainly
appear’s to be what it says it is highly pcrsonalized Al:m the

are, ‘and is agam what lt calls 1tself — apecnah?ﬂd
EEyDﬂd that one senses an emeptiﬂnal fDrm of ED”abDl‘d=

Bmh on the r;ct,}rd and in all appcarancesi th:: twt: appear m
have achieved an unusual balance of objectivity and mutual
support, For those who lament the lack of relevancy in much
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social research, this collaboration offers a good example of
what research can do.

In criticism of this and similar programs, it is said that black-
women are relatively well off in the labor market and don't
need such attention. All available research indicates con=
vmcmuly that this is hardly the case in Atlanta or elsewhere.

Itisalso charged that only antidiscrimination laws and legal:
action are effective in moving minorities into decent jobs, and
lhdl most Dthér ac’:tivitir_s are. irrclgvanl C;rminly lhe ldw is
Whﬂl(: burden C‘ourt cases have little fDllowup and are usudlly
expensive. They do, however, provide_a wedge, and
sometimés a lar&e opening, thmugh which?minorities dl’ld

markét Thﬁ main fan:é of the ld,W is now ﬁ;l[ perhapb less
through court cases than through the threat of court cases. 1t is
when employers operate under such a threat that employ-
ment programs can be most effective. :

Notes on Recruitment
and Training Program

The Recruitment and Training Program. Inc. (RTP), Was
created in' 1964 by the Workers’ Defense League to recruit
blacks into the construction trades. RTP, the parent of -
MWEP, maintains offices in New York, Boston, and Cleve-
land, and in each office they now have one representative who
works on recruiting women into the trades. In Cleveland, they
are recruiting women from the Job Corps, women who have
already had some preparation in the skilled trades, Cleveland
and Boston have done better than New York in getting women
into apprenticeships. The New York construction trades are
said to be less cooperative with the Equal Employment
Opportunity Commission, and there is less information
available to RTP on which New York employers are not in
compliance with the law. The shipyards and maritime unions,
in addition to the construction industry, have been taking on
women.

Earnest Green (formerly RTP director and now Assistant
Secretary of Labor for Employment and Training) says he
sees no major barriers to apprenticaships fc:xr ‘women, exther

move heavy pne&:&s Even smnemasﬂns and brlcklayers hsvg
helpers and equipment that makes their jobs easier physically,
so far, Green says, women have been able to handle all these
jobs. The only problem has been with their coworkers codding
them, helping them too much. But this, he feels, will pass as
more women take onthese jobs. Women have an advantage in
qualifying for apprentiﬁeships because they are “good in
school and good at passing tests.” Good money is their
incentive to enter the trades.

The major problem of entry is that there are relatively so
few jobs in the skilled trades.

Green finds that white women are more receptive to the
skilled trades than black women, mainly because there has

been so much emphasis on demasculinizing black women.
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" ~'One of the most significant and innovative activities of RTP

" is its work in testing. The results of this work are nothing less
. than astonishing. Not only has RTP devised a whole new
" ‘approach-to test-taking, it has, in a sense, devised a new

“approach to instruction. Though it has been applied, with

. modifications, to MWEP, a description of its procedures lies

beyond the scope of this review. The work is significant
‘enough;however, to merit a comprehensive review of its own.
Certainly the strong and continuing trend toward the use of
written tests in evaluations of all kinds, by employers and by
- schools, emphasizes the need for further attention to the
subject. .

RTP runs intensive test preparation classes (4 nights a week
for 2 to 3.weeks) for black apprenticeship applicants. On the
first night, a test similar to that given apprentices is adminis-
tered. The instructor goes through the items to find out which
were missed and focuses only on those items that trouble the

_group. The instructor explains only what the group needs to
know. Homework is never given. Material to be memorized is
handed out, and students do the work on the bus to and from
school, *Nothing is taught the way it is taught in school. Since
they didn't learn it in school, they won't learn that way here.”

The program had to develop its own techniques. Tests were
studied: Math, reasoning, mechanical, spatial. fealtions,
verbal. It was found that the hardest way to take the test was
the way the directions said to do it, so students were advised
not to waste time on directions. Verbal tests were studied and
it was found that while 10,000 words are used in standardized
tests, only 2,000 of these were the right answers in the tests.
This discovery made verbal test-taking easier.

Math was found to be the most difficult subject for blacks,
so only practical math is taught, without regard for the whys
of new math, All the math terminology was taken out of the
tests, and alternative ways of solving problems were looked at.
In testing, of course, only the answers count, not the process of
finding the answers, An analysis was done of which math
problems cause the most trouble and why students miss
certain problems. -

Not only has the RTP approach demystified tests for
students, it has also had some effects on test construction and
the inclusion in tests of language familiar to blacks,

In the RTP program, testing is highly developed because
tests count so much in apprenticeship applications. Before the
program started, no blacks passed the phone company tests.
After RTP tutoring, all those who took the tests passed.

In MWEP, the tests matter, but not so much as the personal
interview. In MWEP, therefore, the mock interview is stressed
even more than testing. Some MWEP staff feel that there isa
need to change employer requirements, which depend too
much on personal interviews and are more stylistic than
academic.

WAGEES (Women and Girls
Employment Enabling Services)
WAGEES, a Mempbhis project, has been a less specialized

or targeted project than MWEP. Its population has been
black and white, young and old, skilled and unskilled. Witha

Q
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staff of only 2, plus many volunteers, 85 women were placed
over a 2-year period in jobs where earning increases averaged
%1,750 a year, a significant gain.®

The project also opened doors previously closed. Women
were placed in security guard jobs with the postal service, in
motel maintenance jobs, as drivers, and as blue collar workers
in primary industries. The first women law clerk in Memphis,
the first women in the school bus system, and the first women
bartenders in a national motel chain were placed in their jobs
by WAGEES, The project has also recruited female appli-
cants for apprenticeships and assisted them in making appli-
cation. '

Linkages were created with other programs and with the
Employment Service. The project’s impact has been less on
job placement than on changing the attitudes of the com-
munity toward the new status of women and convincing it that
women need more meaningful and rewarding jobs. lts
contacts have been with schools, government, business,
unions, the manpower delivery system, and the female popu-
lation of Mempbhis,

Contrary to an early premise, the project found that women
need jobs more than they nged sacial services to sglve their
thetr own pmblgms, tm:luc;lmg rnany of thase relattng to Ghlld
care and transportation.

Another important finding was that women of all levels of
education, college-educated to high school dropouts, are
reluctant to enter male dominateﬁd jabs Skill tmining was

Basic to the fmdmgs was reported “lack of matwatinn and
adequate self-image displayed by the majority of women
involved in the project.” These lacks were reflected in their
reluctance to enter male jobs or, with some, to go to work at
all, Here the findings seem to be at least somewhat at odds
with other research which has generally found such women as
highly motivated to find jobs as other women,

The project found that equal in difficulty to the task of developing jobs was
the reinforcement required to get women to apply for available openings in
unusual fields for women. Women need assistance in: (1) Formulating a
realistic goal for employment; (2) taking advantage of existing skill training
opportunities, and (3) after they are employed, secking opportunities 1o
upgrade their position by accepting the additional responsibilities of the
higher paying job.”

The reluctance of women to take advantage of promotions
was supported by employers contacted by the project. It is
debatable, says the report, to what extent this reluctance is
attributable to the women or to the emﬁlcyers themselvss

Emplcyers s to dtscaur‘age women from rnovmé, up

The project made a distinction between employers who
merely profess to offer equal opportunities, and those who
adjust their policies in order to practice it. One employer, for
example, redefined job descriptions and testing policies,
deleting irrelevant information and functions, in order to
employ more women., A more common practice is for

- ‘Le(hl; h Thomas and Sandy Dickey. Women and Girls Empioyment Enahling Service, Final
Report (Memphii, Tenn.: United Way of Greater Memphis, 1974) FTA-ORD- - NTIS, PH 237317,

"hid., p. 29.
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, Employars to Sf:ﬁd out ﬂDﬁf:Es regularly stating they are equal

--mSurjpnsmgly, thc; prnjgcl fDund that it was not d!fﬁcult to

“make contacts with employers and get information from them

-about their hiring practices. Many, especially those with
affirmative action obligations, wanted help in recruiting
‘qualified women.

. The project expects to devote more energy to recruitment
for apprenticeships in the future, and to contacts with unions.
“A strong relationship with trade unions is desirable because
of the respect they command in the community, the training
resource they possess, and the power they have to negotiate on
behalf of their workers.™

As with MWEP, WAGEES is concerned about its status
under the Comprehensive Employment and Training Act
(CETA). Staff feels it is difficult for special programs on
women to fit under the decategorized services of CETA, and
that CETA places no special emphasis on women other than
low-income, female household heads.

The reports’s recommendations included the following;

1. Future projects should have a more specific target popu-
lation.

2. Projects should focus on institutional
especially in schools, training facilities, unions, etc.

3. Training should be more related to the job market, and
women should participate in all manpower programs.

4, Projects should include attention to motivation and goal
expectations of women.

- 5. Projects should coordinate with other agencies to insure
that women ate being recruited for a wide variety of occupa-
tions,

6 Vclunteer leadgrship pﬁsitinns in th; pmject shfmld be

changes,

who can ,hr;lp the pTDJECL

7. All cities should have a women's resource center which
wotuld provide a wide variety of job information and which
would bring women together for reinforcement.

Unlike MWEP, WAGEES did not simply modify and
apply a proven model (RTP) to a new populaion and occupa-
tion, It found its own way. Such experiments inevitably have
much to learn through trial and error. Often, however, they
came upon insights that more experienced models have over-
lﬁﬂkéd This pmjéct develcped insights abc:ut the use of

need for consciousness ralamg, thE need to Gpen a w1d€: vanety
of jobs to women, and dbGVE -;l“ in the staf'f‘s own estimale

SDmE Qf thE errors in this tnalie,rmr appmash were pErhaps
that they had minimal personal contact with employers and
applicants, and that their activities ranged too broadly.

Women in Apprenticeship

Women in Apprenticeship, a Wisconsin project, aimed less
at placement than at the enlightenment of employers about
the potentialities of women workers and of educators and

ibid,, p. 32.
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hnwever madg the tdsk rather dlfﬁcult

During the project, female apprenticeship enrollments held
their own, while male enroliments dropped by 1,000,
indicating that some relative progress had been made for
women. In 1970 in Wisconsin, formal apprenticeship
programs existeﬁd in 360 nicupa’tions and enr‘ailments

in cgnkmg, and 24 §cattéred in 8 other QCCU[L{UDDS)

Among the damaging myths found to exist about women
were the following: They are not serious about theirjobs; their
absenteeism and turnover are high; they don't have me-
chanical aptitudes; they require costly and elaborate rest-
rooms; they are physically weak and overemotional; their
place is in the home. The project sought to dispel these myths.,
In fact, a high level of employer satisfaction with women
apprentices was found, along with a low dropout rate (24
percent, compared with the national estimates of 50 percent
for all apprentices). o

Employers repnrtgﬂ beliefs that some apprenticeships were
unsuited to women because the jobs were dirty, noisy,
involved lifting, technical skills, etc. Indeed, 45 percent of em-
ployers in 1973 claimed these apprentice positions were
unsuited to women: Maintenance worker, pressman, foundry-
man, millwright, mechanic, auto mechanic, machine repair-
man, tool-diemaker, welder, patternmaker, machinist, TV
serviceman, farm equipment mechanic, sign erector, and
pipefitter.

Yet the project found that the fﬂllowmg percent of plants
surveyed employed women in jobs where they worked under
dirty, noisy conditions: Dirty, 32 percent of plants; all weather
conditions, 12 percent; noisy, 41 percent; messy, 47 percent;
hot materials, 12 percent; lifting, 38 percent; irregular hours,
47 percent; precision work, 59 percent; mechanical aptitude,
50 percent; technical ability, 38 percent; mechanical skillsand
experience, 18 percent. Thus, women not only couwld but did
work under these conditions.

.The project found a number of obstacles to women in
apprenticeships, not the least of which was a declining
economy at the time and the preferential status being given to
veterans The same cutreach and informaticm networks did
e apprentices
were referrgd by n:lanves or frlends, rathc;r few women were
referred through this informal network.

High school vocational education. was not preparing
females to enter skilled trades. The Wisconsin Trade and
-adustrial Education program was offered in grades9to 12in
103 of Wisconsin's 429 high schools. Female enrollment was
369, or 1.5 percent of the total. Enroliments included only 102
females in drafting (4.1 percent); 5 in electricity (0.2 percent);
125 in graphics (3.9 percent); 68 in woods (1.6 percent); 42 in
metals (0.6 percent); 23 in power mechanics (0.5 percent); 4 in
aviation (7.4 percent).

The project found it very difficult to interest school coun-
selors or noncollege schoolgirls in -apprenticeships. Most

*Charles P:Iyg'nud Patricia Mapp, Wamen in Apprenticeship — Why Noi? (Madison, Wis.: Siate of

Wisconsin, Deparim f Industry, Lahor, and Human Relations, 197)) ETA-ORD=NTI4, Pi
227727, Also Manpower Rescarch Monograph No. 13 (Washinglon: U.S. Department of Labor,
Manpower Administration, 1974),




E

Bk

vomen interested in apprenticeships, it was found, were in
ir thirties or were college graduates in their late twenties.

ny of Athese dld riot qualify bec:ause of the age limit on

' }\'ld‘ als; buL J;rely pmmcjte the c‘on:gpt uf apprentmeahlp asa tnumné
zthod, and furmall; regxstet aﬁd th:n monitor those contracts that are made

T' pro_lecl dxstnbuted information sheets to counselors
mdlcatmg that one group of trades, mostly in construction, is
- entered By applymg to the Joint Appfentlcesth Committee
" of the trade in that area. Industrial apprenticeships in large

:planls, by union agreement, are usually open only to workers
‘already employed in the plant. And some industrial and

service trade apprenticeships are advertised and can be
‘applied for at the employer’s personnel office. '

“Al ‘the government-sponsored A manpower training
progfams contacted by the project (mg‘ﬂdmg Job Corps, the
Work Incentive ngram and the Employment Service)
‘erigaged in “rampant” sex stereotyping. One larger Employ-
ment Service office reportedly had specialized interviewers,
with men (at separate desks) handling (1) skilled men, (2)

'unskilled men, and (3) professional men (and women, as

nurses, when they came); and women interviewers handling

“(1) clerical and (2) unskilled jobs for women.

~ “It has been customary for Employment Service coun-
selors to keep listed job openings in separate file boxes on each

* desk so that a woman applicant without professional qualifi-

cations, or for whom there is no appropriate professionaljnb
opening, will be asked if she can type. If she can, she is shunted
to ‘clerical’; if not, she is offered (from another box)a range of
unskilled jobs in retailing, medical, or other service.!! The
counselor does not inform her of opportunities in skilled
trades.

Moreover, the one publicly financed autreach program in

. apprenticeships confined its efforts to minority males, and the

Q

WIN staff was found to be “profoundly ignorant of appren-
ticeships and the skilled trades” and was working to place wel-
fare mothers in low-paid jobs, makingit likely that they would
continue their welfare dependency.

Futhermore, the “female occupations™ are discriminated
-against by apprenticeship and licensing agencies. The U.S.
Bureau of Apprenuceshlp, according to the report, excludes
all occupations in the clerical and retail fields from its list of
apprenticeable trades. Medical institutions use a “largely
.female army of bottom rung workers who cannot (because of
degree and licensing requirements) use increased job experi-
ence and related training to move up a career ladder
comparable to that of the unskilled, semiskilled, and (finally)
skilled male apprentice craftsman.”!?

#lbid,
"ipid,, g 13,
Hlhid.
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*“There appeared to be large numbers of skilled and para-
professional jobs that fit apprenticeable criteria equally well,
most of which fell into the ‘traditionally female’ employment
areas that had been overlooked. Many of these jobs employed
thousands of people, yet had no common title. Many can be
identified by the ‘technician,’ ‘assistant,’ ‘aide,’ or ‘therapist’
label attached to them, indicating a skilled midlevel job
category between the fully qualified administrator or policy
and decisionmaking professional and the unskilled workgr of
the street,”13

DOT Raﬁngs

the Dxczmnary of Qeeupatmnal Tule.s (DDT) whlch rates
occupations on the basis of skill and complexity.

The DOT, it was found, rates many women's jobs at rock
bottom. These low ratings make it difficult for training
programs in these occupations to qualify for Federal funds.
When the project tried to introduce apprenticeship to the day-
care teacher and homemaker, home-health aide occupations,
the low DDT ratings of these Qccupations led ﬂf ﬁcials to con-
women's jobs.

It was found that in the DOT there was a cluster ot tradi-
tionally female jobs, related to mothering and homemaking, -
which were grossly undervalued for complexity. The lowes
skill and complexity ratings possible in these classifications
878 — were given to all of these occupations:'*

Foster mother, “rears chlltj:en in own home as members of

family”

Homemaker

Rest room attendant, “serves patrons of lavatories in store”

Kindergartner, “entertains children in nursery”

Child care attendant, “house parenti special school

counselor”

Nurse, practical, “cares for patients and Ehlldr‘Eﬂ

Home health aide, “cares for elderly, convalescent or handi-

capped”

Public bath maid

Nursery school teacher, “organizes and leads activities of

prekindargarten Ehi;dren, maintains dis:ipline,“

sth attendant” (377); “delwery boy (868), and strlp teaae
artist” (848) were rated somewhat more skilled than these
jobs. “Marine mammal handler” (328), “hotel clerk™ (368),
“barber” (371), “dog trainer” (228) were all rated as having
considerably greater skills.

The far-reaching effects of this project fell into three broad
categories: o
1. Apprenticeship-Related Changes

a. Changing apprenticeship job<itles to eliminate sex
designations and omitting sex references from promotional
literature.

Wlbid., p. 17.
HThe ratings reflect the level of skills required by the job in dealing with data (fiest digit), peaple
(second digit), and things (third digit), with | represeuting the highest skill level in each eme.
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-5‘"-.,‘Hcrne Health Aide Apprenticeship Programs,

b. Including women in the affirmative action pledgeand

Lo ‘the -State Plan for Equal Employment Opportunity in
" Apprenticeship.

c.. Instituting the Day Care Téacher and Homemaker
providing
apprenticeship opportunities for over 100 women.

d. Hiring women and utilizing the apprenticeship

~.. method of training women to become members of the once all-

E
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male professional Division of Apprenticeship and Training
staff‘

-agreernents 50 that womern cau!d cnmpett: for csrpentfy.

'paiming, and metal engraving appr&ntiéeshipsi

Agenmeg and EdUth!Gndl lnsmutmns
a. Creation of an apprenticeship liaison position in each
Employment Service office in the Stale 1o bridge the appren-
ticeship information gap.
b. WIN and Apprenticeship staff exchanges‘ to focus on
eliminating sex stereotyping from their agency functions.
c. Remc\ml of sex designatiang from jab titles

Human Relgtmn;i ‘md uaed by the Employmem Servzce and
WIN.

d. Adopting a State maternity leave ruling that would
define childbirth-related absences as a health-related dis-
ability, thereby assuring leaves of absence and job rein-
statement,

€. Opening of the former Milwaukee Boys' Technical
High School to girls and changing the name to Milwaukee
Technical High School.

f. Elimination by the State Depariment of Public
Instruction of all sex designations from the Wisconsin Instant
Information on Education and Work vocational guidance
materials, used in 90 percent of the State’s high schools,

3. Women in Employment

a. Supporting the convening of an annual AFL-CI0
State Women's Conference, 1970-73.

b. Producing a nationally distributed film, “Never

Underestimate the Power of 4 Woman,” aimed at dispelling .

the myths about women in employment.

c. Initiating the Dictionary of Occupational Titles
review and revision of child care and health-related occu-
pations, )

d. Initiating the amendment to Federal legislation, via
the Wisconsin congressional delegation, permitting military
widows and orphans to use educational benefits for appren-
ticeship employment.

e. Designing the Intergovernmental Personnel Act
Project, under the Department of Industry. Labor and
Human Relations, to investigate hiring and promoting
women in the Wisconsin State Civil Service. .7

{. Proposing the Maternity Leave Projeet to research
costs and benefits to employers of providing insurance
benefits for pregnancy and childbirth to women workers.

g. Advocating the creation of women's advocacy posi-
tions in the State Department of Personnel and in the Bureau

Q
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of Community Services, Department of lnduqtry, Labor and
Human Relations. :
This project indicates again how unexpectedly fruitful re-
search and development can be. Because the project’s aim of
mcwmé women into appremlc‘:cshlps was made dllincult by the
them of lastmg 51gmﬁcancs,
Dictionary of Occupational Titles was subjected to a major
revision, aimed at eliminating sexist titles and low ratings of
skilled female occupations, as a result of the project’s inquiries
and probings. (For discussion of the revisions, see chapter 9.)
The impact of this and other activties may ultimately be
greater than the plac’emznl of a few women in appremice-

Mnst nqlably pérhapsi the

Women Offenders

In response to the general neglect of the special needs of
women offenders, as well as assertions that crime rates have
risen among women, the Employment and Training Adminis-
tration's Office of Rescarch and Development has turned its
attention to women offenders, prisoners, and the employ-
ment of ex-offenders. ]

The eriminal justice system, it is said, is run by males and
mainly for males, with little concern given women as of-
fenders, victims, prisoners, or employees. Although women
criminals tend to be poor and unemployed, few prisons offer
meaningful vocational preparation to female inmates, it is
said, and few offer women inmates opportunities to see their
children.

Statistical Weakness

ThE figurzs on ris&:s in crime rates are debatablé Thé Féd-

26 pt:rcent between 1960 dnd 1972. On the Dlht‘:l’ h.;md, it s
claimed that women still commit only 10 percent of crimes of
violence and that their share of violent crimes has been de-
creasing. Rising crime during the sixties, it is said, was largely
a function of the swollen cnme—pmne age groups during that
period.

It is also said that FBI arrest figures do not control for in-
creased arrests owing to expanded police forces and technol-
ogy, for changes in the attitudes and handling of women
among police, for the increased ability of police to record male
and female crimes separately, Of the 6.5 million arrestees in
1970, only | in 7 was female, In jail, only 1 in 19 was female.
Only | in 22 admitted to prison (convicted) was female, and of
those in prison on a given day, only 1 in 35 was female, since
women serve shorter terms than men.

Programs

An excellent guide to programs for the woman offender is
provided by the D.C, Commission on the Status of Women.
Its review includes pretrial programs, programs for women.in

1 fhe Woman (ffemler Heport, March; April 1975, p.
Nutinaal Hesouree Center oft Woinen (fenders).

1 {Washington: Americnn Bar Associiiiion,

Vg A MeArthur, From Coavie i Citizen: Programs for the WWaman Cffemdes (W astingtong
DO Commsion on the Suitus of Women, [974). ETA-ORL - XIS, Pl 236170,



F: prison, transition programs to reintegrate women
ffenders into the community, and community programs to
ielp them; achieve. full citizenship.
Reconimendations to volunteer groups who want to hglp
\ n:offenders.include the following: :
1 »(Get.data in the specific community on how many women
‘ard arrested, convicted, what sentences they receive, and how
they. get:probation.

Study -the community’s criminal justice system: Where
do wam:n go when they are arrested, sentenced, and returned
0 ammumty life? Attend trials, visit jails, and find out who
,commls funds ‘and whether they are interested in-women
risoners; - - . :

--3.;Meet officials in thecnmmdl_]ustme system; discuss your

: :and_ their interest in women offenders.
4 Find out what community resources exist fbr Df'fenders

wauld be useful _

L 6 Develc:p a-tentative program, discuss it with off" cials,

s -:_and gat their support.

The Work Suppﬂrt Program, originiated by the VERA

- i-'InstltutE of Justice, and funded by the Ford Foundation, the

- Law Enforcement Assistance Administration, and the
- Depsr’tments of Labur and Health Educatmn and Welfarﬁ

’A_-A‘offenders and Dthers in mjnthreatemng, almast sheltered
work situations where they might acquire a work history that
would then enable them to find jobs. Reportedly, the program
had, by its third year, enrolied about 3,000 women, or about
oné fourth of all enrollees Most jobs. have come thmugh

es the

uty and State ctmld not Dthermse affm'dg All Jobs are newly

“created, so that other workers are not displaced. Enrollees

work in teams, with two or three crews. From these teams they

get peer group support which VERA finds works out as well
or better than group counseling.

 Projects

A review of Manpower Research and Develnpmgnt pro-
jects concludes that *OR D has had impressive results from its
‘offender program,’ *'7 In the course of 10 years it provided
‘ information on offenders, developed strategies for behavioral
- and institutional change, and increased public and business
.- awareness of offender needs.
- A few projects, such as Project Fresh Start of the Archdio-
. cese of Detroit, and Project Rejoin of the Villa Loretta School
in Peekskill, N.Y., reached women offenders. Project Fresh
S:art provided job orientation, counseling, job placement,
‘and followup support for women released from the Detroit
House of Correction. There was a half-way house for those
released. Job orientation was offered in typing, keypunch,
food service, and as nurse's aide. The counselor, however, was
‘regarded as the key person in the project.
Project Rejoin offered individual and group counseling,
‘vocational guidance, and vocational training. Training

"Rﬂb:ﬂﬂ Rovner-F= -=nik, The First Decade of Experience: A Synihesiv of Hﬂnpuu ¥ R ll
Frojects in Criminal Jusiwe and Correciluns (1943-1973) (Cambri
A-ORD=-NTIS, PB 22008l. Also p
on: U.5. Depariment af Labor, 1971).

gl ax Munpnwer Rnnn;h

.. seareh, Ine., 1973)
Managraph No. 28 (W ashing
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programs were in food service, health services, beauty culture,
and business. Each program featured prevocational work-
ups, job instruction methods, basic courses, work orienta-

‘tion, and information on advanced programs and job open-

ings. A remedial program in reading skills was also offered.

One project provided guaranteed employment in the Chase
Manhattan Bank for female inmates who received training
and/ or services from the bank while they were in prison, and
followup services after employment. !¢ Twenty ex-offenders
have been in the program. All were placed in bank jobs in

whu:h ‘they were rated, by employers, as generally better in

their work than regular hires.

Private Concerns, Inc., which worked on the Chase Man-
hattan project and is expenenced in working with women
offenders in nontraditional jobs, recommended the fol-
lowing:1?

. Vary vocational educational in prisons,
especially in the state system (New Yurk) Dpticms should
apply to the New York City labor market to which most
women will return,

2. Involve appropriate unions and ampluyers as con-
sultants to the Departments of Corrections and Correctional
Services to ensure that the training is appropriate.

3. Evaluate existing nontraditional female offender
programs in Maryland and California, to determine their
impact on a male-dominated construction trades market,

4. Provide in-service training to correctional educators,
counselors, parole officers, and administrators to ensure
appropriate vocational preparation.

5 Maxi“ize education release time, as opposed to in-

Eu By means Df a Mutual Agreement Program (MAP, or
contract parole), or on a “work-education” release program,
allow inmates to purchase relevant training in nontraditional
jobs by using vouchers,

The use of vouchers to purchase training outside of prison

_that is unavailable in most small women's prisons is an

innovation which was developed with financial support from =
the Office of Research and Development. Maryland is the
only State implementing the MAP system that uses vouchers

- for training, although the concept is applicable to many types
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of programs.

Discrimination

Sexual discrimination, it is said, exists throughout the
prison systems of the Nation, Because there arc so few female
prisons, women are more likely than men to be placed in a
prison that is remote from their communities, lamilies,
friends. Also, felons and serious offenders are much more
likely to be together with less serious offenders in female insti-
tutions. Medical, religious, and other services are less avail-
able to women, mainly because of the small size of their
prisons. Differential treatment is also found in physical sur-

WEniploying Female Ex-Offenders in the Banking and Enance Indusiee. Intenim repisil { Wiishing-
on: U.5. Department of Labar, Employment and Training Administraiion, 1975

#Barbara Taylor, "Entry inte Nontraditional Occupations for New Yorks Female Ex-0leniler
Papulation.” (City of New York, Commission on Human Rights Testimony). Mimeographed repoii,
Apr. 21, 1975,

#*Notes: The Sexunl Segregation of American Prisans,” Yale Law Review, May 1973
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‘roundings,

""" facilities, institutional staff, and

réhabililativg, dﬂ,d mdustria! programs.

Q

In the case of physical surroundings, the discrimination
tends to favor women: they have greater privacy, fewer gun
towers and fences, and more privileges. But women's prisons
have fewer recreational facilities, fewer vocational and educa-
tional programs, and fewer and less varied industrial

‘programs.

The Fourteenth Amendment has had little impact on prison
sex discrimination, and probably will not lead to significant
reform, it is concluded. The possible effect of legal action 15
not explored, but it is suggested that .the Egual Rights
Amendment should require that the Nation's prisons be
integrated in order to equalize the treatment of men and
women,

Yiew from the Bench

attcrneys have mdlcdtcd that women foEnd(:l’is lend to be
black, poorly educated, low-income women with several

children.?! They are most often charged with crimes of shop-
“-lifting and other theft, drug use, 4nd crimes of:passion (as
“killing a husband or lover). They are usually not the

organizers or rn;md;:,t.rs Df crime, Most are AECQITIPIICES wha

gﬁmly _than thgy da mcn, that t,h,t:y mare B[tsn rEcDmmend
probation, and that their sentencing is lighter. Only a few said
they were less likely to convict. Almost none thought they
were seeing more wormmen in court than before, or that the
women were different from before, except that more women
of all classes were using drugs. Most did not expect to see
changes in the future,

Household Employment

Because household workers are so poorly paid, marginal,
and untrained, yet in considerable demand, the National Pilot
Program for Household Employment, a 2-year demonstra-
tion project, was set up to train workers (almost all of them
women) and restructure the occupation. The program
included eight different projects, each set up in a different
location and using a different strategy to upgrade household
employment.2?

Theough the projects had no trouble recruiting people, they
generally had problems retaining them in the program and
placing them. Of the more than 1,200 women who trained,
about B00 graduated. Although 70 percent of these were

?'R J ‘\nﬁnn 7?1' f‘:un(rm’mrnﬁ Woman and Crime [ Washington: U5, Department of Health,
Edugation, and Welfare, Nationa] Institute of Mental Health, 1975),

HNational Filot FProgram on Howehold BEnployment: Firal Report of the Esperimental anid
Demansiration Projecis, Mareh |3, 1908 = December 11, 1970 {Washington. National Commiitee on
Household Employment. 1971). ETA-ORD--NTIs 203790, For an wisessment ol the projects, zee
National Prlin Program on Houw hidd Emploveenl and Theee on a Single Theme (Annandale, Va.:
M. K. Trimhle Assocutes, lne, 1971). ETA-ORD - NTIS. PR 199476 and PH 19913, respectively.
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wgrkmg in hﬂuse;hold cmpl@ymgm. An dS‘aLbmenl c)! ths:
program concluded that too few women were trained and
placed to make any sizable impact, even locally.

It was found, however, that wages and benefits for
improved household work can be raised and that properly
oriented employers will pay for trained workers. Still, the
wages and benefits were not large enough to attract and hold
many trainees. Most trainees were middle-aged black women
with dependent children, with an average income of less than
$3,000 and an average of 10 years® schooling. Sponsorship of
the projects was varied and included a university (Kansas
State University), a YWCA in Chiacgo, a Women’s Service
Club in Boston, four profitmaking agencies, and an organiza-
tion,

The private sponsors received the largest funding, but they
were no more successful than the others, and they were found
to have the most questionable commitment to workers and to
the occupation. It was concluded that there is little potential
for profit in household service that does not exploit workers,
and that such projects should not operate on a profit basis.

Most projects thought of upgradmg as simply improving

- skills; very little attention was given to career ladders or

restructuring of occupations — perhaps a defensible approach
because most placements were in private residences. A
subsequent project tried to set up a career ladder for hotel
housekeeping workers, but once the funding stopped, the
hotels would not put their own money into the training,
despite vigorous promotion by the trade association.?}

Several of the projects found they could not meet their,
placement quotas because of uncooperative State Employ-
ment Service offices and the level of training allowances
offered workers. Many women did not accept job offers
be:‘:auae of the 1cw pay

to be ﬂ»‘;‘mblc were more !mpurtant quahtlcs in 5(’1“ me:mbers
than were their formal education and training. The lack of
child-care facilities was also found to bea problemtor women
with young children.

An evaluation recommended that at least 4 or 5 weeks be
allowed to train women for household work — 8 weeks if the
women are extremely disadvantaged. Other recommenda-
tions included the establishment of programs at community
colleges to upgr‘ade the skills and the status of household
workers, as well as the establishment of interested groups to
plan and preaa for legislation to benefit household workers.

Anldealprngram it was concluded must hau at least thtse

thentlal for advancement, dnd (3) th; Dptmn Dt fulle;r p.ll’[—
time employment.

Two projects (Boston and New York) helped to ereate com-
munity support for State legislation to extend coverage of the
minimum wage law to household workers. The Kansas project
was able to change the whole climate of opinion in the State
about homemaker services, and most projects gained
impressive community support. Chicago developed “The

© 1Richard M, Landmack, Aesearch Demonsiration Frogram jur Trawnng snd Career Linddder Disvel-
spment for Howsekeepers ta the Lodgine and Public Health lndhaseries (Washington: Couned an Halel,
Hestaurant and Institutional Education, 197%). ETA-ORD.
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Manual for Employers of Household Workers™ which could
e usefully -circulated to employers nationally, it was
oncluded. -

Alt_hﬂugh the projects failed to rcagh their ultimate goals,
all have'been a catalyst in the formation of a national move-
ment.; They have laid the groundwork for future action.”

‘f-lWhat the project demonstrates, then, is the need for organi-
: zatfmn and legislative action among household (and other
“.unskilled) workers.
-'Cnmmlttee on Household Employment to organize and
3 commug functioning on behalf of household workers. Its

The projects enabled the National

ac E\iements included coverage of household workers under

- mlmmum wage legislation.

“Health Careers

" A'project with union collaboration sought to demonstrate
-the feasibility of upgrading nurse’s aides to licensed practical
nurses through a work-study program in the New York
‘hospital system.® Ninety-one percent of the candidates,
including many who scored below cutoff points on tests,

- graduated from a l4-month course, passed the State Board

examinations, and returned to their hospitals as LPN’s. The
pl‘DjEEt s success reportedly had a significant impact on how
training programs are organized, providing even greater
opportunity for nurse’s aides to become licensed practical
nurses, and for LPN's to become registered nurses.

The New Health Occupations Program of Mobilization for
Youth in New York City has worked with hospitals and
medical centers to restructure and improve health services by
establishing a new career, the social health technician, who is
trained to deliver a range of health services.2* Sixty underedu-
cated, low-income adults enrolled at 14-week intervals in the
d0-week training course; 68 percent completed the program
successfully and accepted jobs related to their training.

The project learned that nontraditional methods of
selecting applicants for skilled work requiring initiative and
judgment are better than traditional ones. It also learned that
before developing a training program. employers must specify
the functions of technicians and assure graduates specific jobs,
salaries, and promotional opportunities. In connection with
this project, means of making postsecondary education
available to new careerists were also explored.?

WTaward a Career Ladder in Nurting: Upgrading Nurse's Aides o Licensed ‘Praciical Nurses,
Through a Work-Study Program (Mew Yark: Mediaal and Health Researeh Assocuation of New York
City, Ine.. 1971), ETA-ORD=NTIL 99441,

HAnia 5. Vogel, Exiablishing a | Career: The Social Health Technician {New York: Mohiliza-
tion for Youlh, Inc., 1971). ETA-ORLY--NTIS, PB 199114, Also published as R&D Findings Mo, 1]
{Washington: U5, Department of Labor, Manpower Administration, 1971).

BNpw Careers: Making Postsecondary Education More Aceexsible 1o New Careerisis (A Conference
Repori) {(Mew York: Mobilization for Youih, Ine., |96%). ETA-ORII==NTIS, PR 01721
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Group Supports
Black Girls

Two projects, one in New York City and one in Memphis,
aimed at providing role models and group supports for young
minority girls.2” The New York project worked with older girls
who were school dropouts. The Memphis project worked with
junior high school girls and was aimed at keeping them in
school. In Memphis, girls were employed 8 hours a week as
day-care assistants, and met for | hour a week with a group

. leader to discuss their work experiences. The role model

provided by the group leader has reportedly been effective in
providing examples and counsel to girls,

Day-Care Centers

A day-care center, established and funded by the Depart-
ment of Labor as a service to its cmployees and as a
demonstration that such services can be provided at
reasonable cost, has not been evaluated completely.? Despite
a waiting list approximating 50 percent of enrollment, the
difficulties the center has had in staying alloat clearly
illustrate the pervasive problems involved in setting up,
achieving consensus or even agreement on, and maintaining
such centers,

A program model for day-care services in the inner city was
developed by the lllinois Bureau of Employment Security,
and it has been adopted in at least one neighborhood.?? “This
program is designed to provide a comprchensive child care
program on a neighborhood basis serving the residents of the
immediate neighborhood in small groups, utilizing neighbor-
hood facilities, thus avoiding the high costs and long delays
involved in the renovation or construction of major
buildings.™

The model features small rather than large centers (even
though costs are higher), a community rather than a private
model, a staff of human service workers with links to the
community, a parent education program. continuing
education, and career opportunities for staff.

PInfarmation for Memphis was derived exelusively from discussions with stall. For anaecount of the
Mew York projeet, see Impraving Employmeni Possibilities for Black Femule Teeanugeryion Sew York
City (New Yark: Metropolitan Applied Researeh Center, Ine, 1976). E1A-ORD-= K115, I
155778/ AS. '

BFarinierim evaluations, see Aa Experiment in Employer Spunsored Day Care amd Child Dy Cuare
Demanstration Frojeel for Children uf Depariment af Labor Employees | Washington: A, 1. Nellum
and Associates, 1970 and 1972). ETA-ORD -NTIS, FB 198965 und I'H 221 38K, jespeetisely.

¥ Neighborhomd- Based Child Care Services for the Inner Ciiy (Chicago: Hlinois Bureau ol Fmipliy-
meni Security, Homan Services Manpower Career Center, 1971). ETA-ORI - NS, I'I 209208,

ulkid., p. 14,
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. “of WIN for women, of
~.employment training, and supportive services. Next come
- findings about how women [eel toward work in general as well

" sixties,

e

C

Women participate in virtually all federally sponsored man-

'ﬁcxwer programs, as will be seen in chapter 8. The Work

Incentive. program, or WIN, is selected for special treatment

‘for these reasons: (1) About three in four participants are

women; (2) it is one of the largest, fastest growing, and most

“““heavily funded manpower programs; and (3) it serves
... recipients of Aid to Families with Dependent Children
- (AFDC), a group of women who have an unusually pn.sam;_,
-‘need and desire for jobs.

As background for a survey of research and evaluation, the

growth of welfare rolls and the development of the WIN

program are outlined. The survey then examines the benefits
a noneconomic nature as well as in

as WIN jobs, and welfare. Finally, alternative approaches to

’ "reduciﬂg welfare dependency are explored.

| ngrams

The size of the welfare population grew rapidly during the
In 1960, the portion of the poverty population

receiving welfare was 17.8 percent; by 1970 it was 54.8

- percent.! In 1960, 5.2 million people were on welfare; by 1970,

the number had risen to 12.5 million.2 In 1960 spending on Aid
for Dependent Children (AFDC), the largest of the welfare

- programs, was nearly $1 billion, with R03,000 families
~receiving assistance. By 1969, this had risen to $3.6 billion,

with 1,876,000 families receiving assistance.
- Households with female heads also increased during the
sixties. In 1960, 21.7 percent of all black families were headed

- by women. By 1970, the figure had risen to 28.3 percent, The
" change was much smaller for the white population — from 8.7
“‘percent to 9.1 percent,

About half of all AFDC families are white, Only a third of
“the caseload in 1973 lived in central cities of 4000,000 or more.

.. There is indication that lower levels of AFDC assistance in the
~ South have contributed to the large migration to the non-

South in the last three decades.?
Iﬂ 1965, the United States spent about $10 billion on

income transfer programs. To bring up the incomes of all

families below the poverty line to that level, would hive
required another $12 billion.2 And if people below the poverty
line had withdrawn from the labor force to receivé these
transfers, the sum would have been $37 billion.

~ iBruno 5&;&;.'!?;\}2;;;@ the Present Wellare System.” Faper presented at a UCLA Canlerence,
September 29, 1972,

IMarjorie Hanson Honig, The Impact of the Welfare Sysiem on Labor Supply and Family Stabiliny:
A Study a]’FHﬂnk Heads nf Families (Mew York: Columbia University, 1971). ETA-DR - NTI%, PR
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7. WIN, WORK, AND WELFARE

During the sixties, the average payment in AFDC cases rosc
40.8 percent, while the average wage in manufacturing rose
only 27.8 percent. “This increased work disincentive may
account for the increase in the proportion of families headed
by females as well because the largest welfare program, and
thE one in which polential rm:ipients can lTldk.C ihi: lves

thl’L 5

"lles in most Stale; In thcr wm‘cla
a built-in incentive in public assistance for family disintegra-
tion,™?
Moreover,
the AFDC program confirm the hypothesis that the level of
we;lfare incoms re;lative to earnings is a Hié,niﬁ(,dﬂt detep

tc one- parent fa

“estimation results based on data drawn from

assnstance far both thE wh,n;e and black populatmns, 4

Although economic conditions (as measured by unem-
ployment rates) significantly influence AFDC caseloads
among white females, there is no evidence that they influence
AFDC participation of black females. “Improvements in
market demand conditions therefore are not likely to lead to
reductions in the AFDC recipient rate for the black
population.’

WIN (Work Incentive Program)

WIN was created by the Congress in 1967 in response to
rapid increases in AFDC recipients, to provide job training,
job placement, and supportive services for employable AFDC
recipients, both male and female. The program’s purpose was
to enable them to increase their earnings and perhaps become
independent of welfare.

In 1971 two major policy changes were made in the
program, which, as amended, became known as WIN [1. First,
participation of all nonexempt women became mandatory
(participation was mandatory for men in both WIN | and
WIN II). Second, the new focus of the program was on jobs
rather than training,

In WIN |, the preparation *" -+~ in the Employability
Development component was re;. ‘ly too prolonged. The
Intensive Manpower Services that took its place is staff-
intensive, deals with participants in grcups, putting them
through 8-hour sessions where they mainiy learn job-finding
skills through role playlng, filling out applications, ctc.

Participants are given allowances to help cover the costs of

participation. Those who take jobs also get income disregards;
that is, the formula for determining whether they can continue

‘lhnl pp 54,
Aibid., p. I4.
Sbid.
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on"AFDC disregards the first $30 of their monthly earnings,
a‘third of the remainder. Participants also receive
gﬁ services, supplied mainly by welfare agencies,
hich may. include family planning and family counseling,
, ,,dl(.:al -examinations, remedial medical service, rchabilita-
ion; home management, transportation, and child care.
Whtn'sullable work is available, participants are placed in
obs. w ht:ﬂ it is not immediately available, or when training s
nEEdEﬂ “they may be assigned to .other WIN pmgrsm
mponents. These include on-the-job training, public service
nployment, work experience, academic and skill training in
he classroom, and referral to other programs for training.
WIN 11 has'stressed unsubsidized work first, and, failing that,
‘assignment to either on-the-job training or public service
-~ émployment.

~-Both registrations and job placements rose sharply under
“WIN 11 In fiscal year 1974, over 820,000 new applicants

’ 'reglstﬂred in WIN.® Of these, almost 178,000 took unsub-

vsldlzed jobs and, by the end of the year, had held these jobs at

- ) least 90 days (see table 7),

TABLE 7. Types of WIN Jobs, by Sex,
Fiscal Year 1974

[Percentage distribution]

Both sexes Male

Clu.upalmn Female

All occupations: Number 177.271 59,563 117,708
Percent 100.0 100.0 100.0

Clerical and sules 20.9 7.8 27.4
Service 28.3 16.3 44
Z@;&:::;r;g fisheries and 18 9.2 10
Processing 4.6 6.2 kR
Machine trades 6.6 1.7 4.1
Beach work 12.1 6.4 15.0
Structural work 6.7 168 1.5
Miscellaneous 227 6.9

12.2

Source; The Work Incentive Frugram, p, M,

Almost 52,000 of the'jobholders not only held a job for at
least 90 days, but earned enough to*‘deregister,” that is, to be
removed from the welfare rolls. Those most likely to

- deregister were male Csucasiaﬂs ages 23 to 39 While women

beeomes & participant only after arrangements can be made for any suppor-
re, far enmpb) that mly be nm:nary to enable the applieant to accept
iing of after it hays been d ined that,nv suppontive services are needed.
Data on fiscal year 1974 for WIN [ are derived frum The Work Incentive Frogram, Fifih Annual
Hepnrl 10 the Congress {Washington: U.5. Departmentr of Laborand Health, Education, and Wellare,
7 Summlr;! dais nrﬁs:sl ]?H appear in lhe Emplaymenit arid Training Repori of the President,

46

51

Aruitoxt provided by Eic:

TABLE 8. WIN Registrants and Participants, by Sex,
Fiscal Year 1974
[Percentage distribution]

Female

Status Both sexes Malr:
Registered 100 25 75
Participated' 100 28 72
Entered unsubsidized job 100 O}
Completed job entry period N -
(held job af least 90 days) 100 B 2
Deregistered (lefi welfare) 100 51 49

15e¢ text (ootnote b,
Souree: The Work Incentive Frogeani, p. 0.

White participants were far more likely to deregister than
blacks. Whites were 54 percent of WIN registrants but 71
percent of those who deregistered. Blacks were 42 percent of
registrants but only 26 percent of those who deregistered. Very
few comparative data are available on the experiences of black
and white women in the program.

The wage rates of men who found ijS were significantly
h;ghtr than those Df women, Mare than twu:g as many men as

we!fart SIams! 72 percsm Qf‘ men and nnly 34 pc:n:em of
women who took jobs were paid $2.20 or more an hour (see
table 9). Women worked mainly in low-paying jobs such as
clerical, sales, services, benchwork. Because of the low wages
paid women, special attention is being given in the program of
employment of women in nontraditional jobs where earnings
are higher.

TABLE 9. WIN Hourly Wage Rates, by Sex,
Fiscal Year 1974

Total Sex (Percent)
Hourly wage rate Number  Percent Male Femule
All rates: Number 177,271 = 64.315 112,956
Percent - 100.0 100.0 100.0
Under §1.60 7,921 4,5 L5 6.2
1.60 - 2.19 B4,681 47.4 26.9 59.7
2.20-2719 44,662 25,2 30.4 22.2
2.80-3.39 21,513 12.1 20.1 1.6
3.40 & over 18,494 10.4 21.1 4.3
Average $2.40 279 5218

Source: The Wark laceative Frogram, p. 12

The women's lower wages hamper their efforts to leave
welfare in another way, because some of them cannot stretch
their meager earnings to cover child care if they need it. They
thus continue to be eligible for WIN services, as well as part of

U.5. Department of Labor,

TEmploymentand Training Report uf the President, 1976 {Washington:

1976), p. 117.



: tlfare grant In fiscal 1974, about 122,000 families,
mantly headed by females and including some

5, in¢ fai‘mly day{are homes or in day—care centers.

rt lfi the pmgram Dne of th: ma_]or repor’ted needs is fctr
"melusnon in the program of young mothers, ages

4 to’; 13 ‘who should get back into school, if care for their

;hllﬂren were less expensive.

“In any case; WIN 11, even in labor surplus markets, has been

1ble to’ fiﬂd _]C:bs for partlclpants WiN does its own place-

whu:h is. ncn: zompetltive wnh the primary, so placemgnt is
- easier, .

upgradmg of lDw wage workers, Low- -wage penplé, it is said,
- are a bigger problem than the unemployed, but little is known

out them. Forty percent of WIN participants work some
nf the week but their earnings provide less than their
- needs rcqulre " Research is also reportedly needed on what
: -h%”pens to participants and low=wag§ workers during rising
: empioyment
. Definitive research on the impact of WIN on welfare
-dependency is lacking. Statistics for the first 2 years of WINII,
"h%wever; indicated that, while over 1.6 million welfare
rr:cipients‘ were newly registered for WIN, only 104,000 of
. thése were removed from welfare.” Nearly 128,000 others had
" hécome at least partially self-supporting, however, and some
. of these, as well as the nearly 300,000 who were taking some
--»T’Z»r;:ﬁn of training, may eventually succeed in leaving welfare.
-Contacts are first made by letter of introduction leading to
an mttmew In thE mterview the se:rv;ces the program

cants are emphas;zed. Emp!oyera are shown that the pmgram
is aware of employer needs (having been researched prior to
- the interview), and that the program is able to offer individual
“attention to those needs. Employers are asked to notify the
'_program when suitable vacancies occur.
. "MWEP does not adopt a hostile stance with employers,
~although it often acts as an advocate for qualified referrals.
* The program has found certain industries less receptive than
' others least reccptive are the banking and Gil industries
v hmugh referrals by busmess contacts thh whom the
- program has a good relationship.

_ Caunseling
In its tutoring and workshop sessions, the program takes
.women whose job performance is likely to meet employer re-
quirements, and helps them to develop the personal qualities
that employers seek, Preparing and screening applicants
- involves career counseling, résumé writing, preparation for
the job interviéw, test tumring, general support and

ln ‘the lmtial mtgmew, gammg thr: apphcant‘s trust and
confidence is stressed, Role playing is often used to acquaint
app]lcams with employer interview practices. Applicants tend
tobe passnv& in interviews, to respond to questions briefly, and
rarely to raise questions themsclves. The applicant is shown,
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'piayed women, were provided child care in their own,

through role playing, how to be more engaging during this
interview, and how to be assertive without being aggressive.
Applicants are taught to verbalize their career goals because
many employers give special attention to this.

Applicants are also counseled on grooming. dress, and
interview posture. Once the applicant’s trust is gained, she is
usually receptive to such counseling.

Counseling also involves participation in seminars with
employers, where an orientation is provided to occupations
that are new to the applicants, and where employers become
better acquainted with the abilities of minority women.

Emphasis is placed on personal relations, support, en-
couragement of applicants, especially those lacking in
confidence. Confidence levels of applicants, according to
staff is very lmv ' By the timé they come to MWEP thEy have

teachmg, préaghmg, social w:;xrki but nmhmg, worl\,s for
them.” The self<concept of Hispanic women suffers it is said,
because of the tmditmnal role of Hispanic women in their
culture,

The program also offers applicants experience with test-
taking principles. Applicants so trained have performed so
well on the tests that they have often been suspected of
cheating in order to raise their scores high.

Research and Evaluation

Benefits of the WIN ngram

research and gvaluatlon means that most curremly available
studies of the program concern WIN 1. Forexample, all of the
WIN research reviewed in the most comprehensive study of
the impact of Federal manpower prograi.. on women (com-
pleted in 1975) was rejated to the first WIN program.* Fur-
thermore, the study found that while WIN had not suffered
from evaluative neglect, only a few studies contained suitable
evaluative data on the program’s impact on women (9 of the
35 studies and the “host of supplementary material available
for review”). Nevertheless, many of the studies are worth
reviewing; the program has had a ripple effect far beyond its
direct impact on training and employment,

Noneconomic Benefits. “WIN's noneconomic impact has
not been satisfactorily quantified to determine what benefits
accrued to minorities and women. Still thcre was'a fair’
suggested that there were sngmf‘ icant noneconomic be:neﬁts to
enrollees in terms of their work aspirations and use of sup-
portive services,™ o

A study of the resocialization process in WIN training
found that “WIN trained mothers are modernized, activistic
and socially mobile,” compared with other low-income
working mothers. 10

W‘Ehﬂ%ﬁ. i;e;rj EI al., l'mpgﬁ uf Manpower Training Frograms i Genveal and on Minerities and
Women (Philadelphia: Univensity of Peansylvania, 1975). ETA-ORD --NTIS, Il 2380011 AR
*bid., p. 396,
Whamuel J, Klsusner etal,, The Work Incerive (WIN) Program: Making Adults Economically Iidp:
perdeni {Philadelphia; University of Pennsylvania, 1973}, ETA-QORTI- NTi8, Vol |, P 220304 and
val, 2, 'B 222704, p. xi.
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“Low-incolne women workers, projected into the job
market through the usual economic mechanisms, tend to

.+ occupy traditional service occupations. WIN participants

move from welfare to work through a politically based agency

- “— and are more likely to become ‘politicized,' that is, actively
- oriented 1o shaping their environment and advancing them-

‘selves socially in the process.!! Furthermore, WIN~partici-
pants aspire to social mobility for themselves and for their
~children, are active and extroverted personalities and are

oriented positively to the world of work. These indicators of
- modernizing; it was concluded, are more significiant than
purely economic considerations in motivating participants.
Certainly, not all of the progress in the resocialization of
women participating in WIN can be attributed to the pfogram
itself, however. A study of low-income “liberated women,”
those who felt more in control of their lives and were more
~work oriented, found that education was the most important
factor in separating out the liberated women from the non-
liberated. The liberated women were also found to be

younger; more likely to be Catholic, to have better health, and -

to be working; more satisfied with life; more participant in the
ccommunity. Liberation was not associated with variations in
income among these low-income women.!?

Noneconomic benefits of WIN training were also noted:
“Our respondents were very appreciative of having had this
opportunity and thought it was a major influence in improv-
ing many aspects of their lives. Its importance in creating a
better self-image was particularly cited.”!

Benefits to families from the employment of WIN mothers
were folind to include the following: !4

1. Working mothers thought their children respected them
more for working.

2. The women themselves had more self-esteem.

3. Women were interested in getting more education and
training as a result of their WIN experience.

4. Women reported fewer physical illnesses.

5. Working mothers generally had a more cffective home
life and self-concept than nonwerking mothers.

Working mothers also reported, however, that caring for
sick children was more difficult when they were working, and
that their marriages were less satisfying than were those of
nonworking women. The researchers recommended that
information or training be offered these working mothers to
increase their skill in home care and home-related problems.

Employment. As noted earlier, women in the WIN Il
program have been placed in jobs less frequently than their
male counterparts and almost invariably at lower wages, This
was true of WIN | as well. i

Thus, the comprehensive review of the impact of man-
power programs's found that, in WIN I, job placement rates in
1970 were considerably lower for women (18 percent) than for
. ' }.;E 77;1;1#1;[11? Welfare Mathers — The WIN Program (New Briinswick, N1
Rutgers, The State University, 1972), pp. 1 -xii

UHarokd Feldman and Margaret Feldman, &frct of Welfurr Women's Working on Theie Family;
The Welfare Mother (lthacs, N.Y.: Comell University. 1972). ETA-ORD—NTI5. Findingt amd
Implicaiions, vol. 1, PB 109019; Tables and Appendices, vol. 1, FB 200010,

VA, D, Smith et al., “WIN, Work, and Welfare," Social Service Review, September 1975, p. 8.

14Harold Feldman and Margaret Feldman, op. cit.
"Petry et al., ap. cit.
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men (24 percent). There was aimost no difference between the
placement rates of -white and black females.

Furthermore, the review cited considerable evidence that
the wages of women who found employment after participat-
ing in the WIN I program rose by a larger percentage than
those of the men participants.!® Nevertheless, the wages of
women were still well below those of the men, and often below
the poverty level.

A study of Camden, N.J., WIN mothers found a shift from
service to industrial labor that represented an upgrading of
skill levels, as well as wages, and, most significantly, of
chances for advancement.!?

Another study found a much higher proportion of women’s

- post-WIN jobs than their pre-WIN jobs in the technical and

managerial occupations.!8

On balance, the review concluded, “pre- and post-training
earnings and employment data indicated that WIN participa-
tion had a beneficial impact upon enrollees, approximately 4C
percent of whom were black and 60 percent were female. It
was clear that females benefited from WIN more than males,
but no such conclusions could be made concerning the dif-
ferential impact by race.”?

The conclusion that women benefited more than men in
earnings and employment needs further examination, What
appear to be superior gains for women become less clearcut
when it is recalled that a much higher proportion of men who
registered in the program were able to lcave welfare after
placement. Furthermore, until comparisons can be made for
men and women of the same age, of their education, and of
whether and how they found jobs, it is premature to say even
that the women in WIN got a “fair shake,” and much less, that
they benefited more than men.

Attributes of successful job finders. Older WIN participants
were found to be more successful in getting jobs than younger
ones. Education and prior work experience were also related
to success. In general, attitudes did not affect success. 2

Another study found that the most important factors deter-
mining employment of welfare mothers were race, emigration
from the South, being a young mother, being a “deserted”
mother.2t

Sources of jobs. Interviews in 16 cities found that the Employ-
ment Service was a source of comparatively high-paying jobs
for women but of comparatively low-paying jobs for men. The
reverse was true of want ads. Private employment agencies,
which are not used much by WIN terminees, also offered
comparatively low-paying jobs for women. Although the Em-
ployment Service had a relatively good payoff for WIN
women, both in placement and quality of job, both women
and men tended to prefer other ways of searching for jobs,

'V'Sce.r;nf example, lm:;m;plﬂr Study Prepared Jor the Manpower Administiration (Analytic

Systems, Ine,, Vienna, V&., 1972) and An Impact Evaluation of the Work Incentive Program, Final
Erport {Philadelphis, I'a.. Auerhach Associates, Ine., 1972)

U&amuel Z, Klausner et al, op. eit,
G, M. Smith, op. 6t

"Perry et al, ap. cit., p. 3%,
HKlsusier et al,, op. cif.

g, M. Smith, op. at.
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'fWIN woinen get thexrjabs, further attention to
heiearnings- gap- ‘between male and female pla-  -nts is
zarly needed = to upgrade women's placements - nt
heirquitting because they need a living wage. Althc :
ag’tried, and:is trying, .to develop apprenticeship and other
ontraditional placements for women, other opportunities in
he'primaryilabor market or the public sector may be avail-
ble, currently or.in- the future. .
WIN placements have been mainly in the secondary labor
arket. Relauvely high placement rates, even during serious
recessions, demonstrate that jobs are available — jobs which
an acceptable:alternative to unemployment for large
numberﬁ: of people; however unacceptable they may be to
" others. At: the same time, consideration should be given to
articipants whose employment needs do not fit available
jobs. 'An- experimental approach can sometimes develop
‘»sultable jObS as the fﬁllﬂwmg lllustfatlcu suggests.

daptmgjabs Dne project sought to encourage employersto
-set up flexible schedules of work for welfare mothers.?? The
‘project- contacted - 124 firms in thé San Fernando Valley of
- California. It found that 43 offered flexible schedules, and 34
“others expressed a willingness to offer them. Firms required
;. considerable time to rearrange schedules, especially the larger

ﬁn—ns -whose patterns were fixed over time.

-~ Most of the firms agreed to placement of welfare mothers in
establlshed part-time jobs, but most were unwilling to convert
: full*tlme into' part-time jobs. One. company, however,
» ‘reorganized a full-time assembly line to accept six women
-~ from the WIN program on a 5-hour day, 5 days a week, which

" allowed mothers to be with their children after school. This
.~ company regarded the experiment as successf’ ul and wanted to
“extend it.

. "Most employers, especially those seeking low-wage
workers, rated the women as reliable, motivated, and highly
sroductive. Firms were also interested in s,atlsfymg their need
to hire minority workers. In general, the 20 percent tax credit
for employment of welfare clients was a negligible induce-
. ment to hiring them. In many cases, employers were ineligible
.- for the credit because the women did not stay on the job longer
than 6 months.
;Appllcants for the jobs were not “creamed.” Some required
preemplaymﬂnt praparatmn, and many required on-the-job
- “training. The provision of such training was not reasted by
emplny:rs, despite the cost involved. It was recommended
. that such training be a feature of future programs.
The researcher also found that many women needed a
pmblemssnlvmg support system, preferably in a group ¢f 8to
10 women, with professional leaders to help them woik out
problems and gain confidence. Such support is especially
needed in the-interval betweenr applying for the job and start-
ing work,

"ﬂr dhy F- %Ehilkr, The Fay <N to Job Search: The Esperience of WiN Terminres (Herkeley,
Calif.; Pacific Tralning and Technical Assistance Corporation, 197%). ETA-ORII --NTI§, PH
A5743/ AL,

NDavid & Franklin, Flreible Work Schedules and Welfare 1others Emplayment (Loa Angeles;
Unvenity of Southern California, 1975). ETA-ORD--NTIS, ' * MHR41 A%
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The researcher also found that many women needed a
problemssalving suppon system pr’eferabl'y in a gmup af S to
problems and gamr Eémﬂdence. Such support is especnally
needed in the interval between applying for the job and
starting work.

Training and Education. The emphasis on training in WIN
1 seerned to assure that many women would obtain better jobs
than they had held before.? Indeed, data from a study of the
New York State Workfare program (with requirements
resembling those of WIN 11) “strongly suggest that the availa-
bility of on-the-job training is the single most impnrtént
correlate of job .survival and/or success, particularly with
female welfare recipients. In the absence ol on-the-job
training, a relatively high wage rate ($2.30 per hour or more)
was also associated with successful employment c&utcﬁmes for
both male and female workers."2

Women who were placed in jobs spent more time in WIN
training than did wemen who were not plaq:e:d The same was
true for men, but less so. Placed females spent 44.1 weeks in
the program, and *“all females” spent only 32.6 weeks.2

“These data were supported by other evaluations, which led
most investigators to conclude that females, as a group, were
more dépéndent on training in m‘der to Dbmin jnbs thaﬁ
trammg were theu‘ well-known barrlers to employmemi ldck
of employment experience, sex discimination, and family
responsibilities., These barriers were especially great for
AFDC mothers."?

Women's greater dependence on training was said, in
another study, to be the main reason why they were less likely
than men to drop out of WIN.28 Eighty-two percent of
enrollees - believed the education component was “very
important” to obtaining employment and 82 percent preferred
that it not be changed or eliminated. .

services dxd n,cn; demaﬂstrate h!gher camplguan rat,eb ;md
showed only somewhat higher job placement rates.?? The
availability of child care, the most commonly needed service,
was more likely to determine who got into WIN-than who
completed it.2® WIN mothers were found to prefer informal
in-home care to closely supervised day-care centers,3!

A, D. Smith &1 al,, ﬁE.icil.

BHrach Bedrosian and Daniel E. Diamond, The Impact of the New York Workfare Progranion
Emplayahle Welfare Recipienis (New York: New Yaork University, 1975). ETA-ORD.

B Analysis of WIN Program Auiomared Termination Data (Analytie Systems, Ine.. Vienna, Va,,
1970).

PPerry et al,, op. it p. 369,

#David 5. Franklin, A Longitudinal Study of WIN Dropouis; Frogram and Folicy Inplications
{Los Angelex: University of Southern California, 1973), ETA-ORD=NTIS, PB 21201},

#*Rradiey R, Schiller, Welfaré Reform: A Synthesis of Research on the WIN Program (Coliege Ifark,
Md.: Univensity of Maryland, 1973}, Rased in pan on his study, The Iopact of Urban WIN Pragranis
{Berkeley, Calif: Paeific Training and Teehnieal Amsistanee Corp., 1972). ETA-ORD -NTIS, PI
210469,

Wlhid., and Evaluation of Supportive Services Provided for Participants of Manpower Forgrams —
Final Repori (Philadelphia; Camil Assaciates, Ine., 1972).

"William J. Reid, Decisionmaking in the WIN Program (Chieago: University of Chicago, 1972).
ETA'DRD.
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“Massive and compulsory child care programs will have
only limited impact on employment and may arouse hostile
reactions: Such institutions are not flexible enough for
employment demands and are perceived to be less adequate
than home care by the majority of mothers (and husbands).™*

A study of welfare women recommended that WIN
enrollees should have more options about the care of the pre-
school children.’? Duay-care centers should adjust their hours
to the needs of women, make provision for the care of sick
children, take the mother’s preferences about programs into
account. Family day care, the report notes, needs more
intellectual stimulation. Training of family care mothers
should be undertaken, and those people who are voluntarily

sionals.

One evaluator found that medical services were insul-
ficient, and that thousands of enrollees were unsuited for work
because of health problems.* A study of health and nutrition
among low-income upstate New York women found that
illness (headaches, nervousness, tiredness, and obesity) were
common among nonworking, impoverished women, 3

Special Problems of Rural WIN

Much of what has been said does not apply fully to women
population, lack of transportation, limited industrial develop-
ment, and absence of facilities for skill training. At the same
time, one study found that most rural enrollees have little or
no work history when they enter the program.’ Women
enrollees typically have becom~ mothers at an early age and
have never worked outside the home. Yet they need work
experience more than males to qualify for available jobs.

Hence, it is scarcely surp rea

g that women in rural areas
want job training: they should have more opportunities to
participate in WIN. It has been suggested they either be trans-
ported to the cities where programs are available, or be offered
the program in module form near their homes, assuming
adequate facilities can be {ound.

The rural WIN enrollee is, however, very reluctant to leave
the home community after completing WIN.?” Thus, the local
labor market mainly determines the success of WIN

graduates, WIN's most effective function, it was found, is to
select individuals from among its registrants whom local

vacancies they have. The key to the rural program’s success is
its ability to select good enrollees, Job development is the
most critical of the program'’s acrivities.

Margaret Feldman, op. ait.

Fira! Hepurt and WIN Model (Philadelphia, Pa. Auerbach Assocuntes,
1974),

lealih uad Nutrirional Staras of Working amld Non-
Y. Comell University, 1973 ETA-ORD -NTIS. PR

1y H. Miles, and Joseph M. Reid, The WIN Program in Rural Areas: Recom-
Morth Star Research and Development Inatitute, 19731 ETA-ORD.
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Rural emiployers tend to believe strongly that people on
welfare have poor potential as employees. Males of the over
500 WIN enrollees followed fora year were more likely to find
jobs than females. (Further, the researchers observed that a
“very limited number of welfare mothers who want to work
and who could be placed on jobs” could find jobs if formal
child care were made available.) Of those enrollees who found
jors, 83 percent of the males, but only 36 percent of the
females earned 52 or more an hour.

Another study found that, for rural women, the formal, job-
finding agencies were apparently not as successful in finding
jobs as were the women themselves, who often used the help of
friends and relatives.?® It was suggested that these informal

into the program.
Lack of public transportation affects every aspect of rural

problem of rural WIN participants.®

The most comprehensive study of rural WIN found
minimal effect of other WIN components on emplovment,
However, the report concluded, the 12-month followup was
too short to evaluate the t of Adult Basic Education and

the longer Vocational Training Courses. ¥

Women's Reactions to WIN, Work, and Welfare

Researchers consistently have found that attitudes are nota
significant barrier to the employment of WIN women.

Contrary to popular opinion, a study of wellare
dependency in four counties found that “only a relatively
small proportion of the women had welfure histories com-
patible with the popular image of lifelong or even chronically
long-term welfare dependency, let alone generation-to-
generation welfare dependency.™!

Poor health and low educational attainment were critically
important in accounting for the duration of time spent on
welfare. Among those with 10 or more years of continuous
welfare dependency, 50 percent reported that their personal
health was a prob

“The data did not support the argument that longer periods
of time on public assistance have an adverse effeet on the
cspondents did
not seem to possess the overwhelmingly debilitated attitudinal
characteristics often attributed to the welfare poor.”™2 Only 7
percent reported completely negative attitudes toward work.
Only [l percent reported no feelings of personal competence.

Compared with the ex-we espondents, huwever, those
on welfare indicated greater acceptance of government
income support, reported more unhappiness, and reflected
more feelings of social powerlessness,

Another study, covering WIN participants. reached the
following conclusions:

®Feldman, op. it
B da dppraiial of the Waork Incertive Program (Philadelphia, Pa. Avierhaeb Associates, Ine., 197

noazhips Between Wellire Depetdency an
3, disseration, Correll University. A

n Exploratory Siudy of the Rel
of Wellare Mothers

“ibid., p. 260,
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.. Our data lend unquestionable support to the view of the poor as work-
oriented and upwardly mobile. Our respondents consistently indicated that
obtaining job skills and employment were not only very important goals hut
were vital to their seli-esteem. The most valued WIN experience, according to
our respondents, was obtaining better preparation for jobs, and the most
-erucial factor affecting the quality of their lives was being employed#!

‘Most studies of the poor have found that they have the same
desire to work as others, and that they tend to associate work
with self-respect in the same way othersdo. The implication of
this research is that time spent trying to motivate themto work
is wasted ¥ Indeed, as one researcher put it after analyzing
data from 6,000 women in WIN, working at low-wage jobs, or
on public assistance, the incentive that gets low-income people
to work is experience with work 43

A review of incentives and disincentives to participation in
three cities (Chicago, Detroit, Cleveland) found that career
aspirations were the major incentive to participation* In this
sense, apparently, attitudes were important. Although 86 per-
cent of respondents said that getting a job through WIN was
important, 70 percent said that some jobs were unacceptable
to them, such as low-level service jobs. Enrollees wanted
skilled jobs with wages that would enable them to live well
above the welfare standard.

Their wage expectations were not unreasonable, however,
the median income expected being slightly over $7.000.
“Despite these modest aspirations, we believe that few enroll-
ees will attain them — if the findings from our terminee
sample are any indication.™’ New enrollees, mainly in WIN
11, had lower aspirations.

As for motives to leave welfare, men most often cited a
desire for higher earnings and women the desire for independ-
ence of welfare restrictions.

Child care was not a major disincentive. Seventy percent of
families used relatives to care for children. Only 15 percerit
using child-care services were dissatisfied with them. Those
with child-care -problems were less likely to find jobs than
those without them.

Health also was not a major disincentive. Three in four
respondents said they were in good health. Transportation
problems were more often a disincentive than health or child-
care problems.

Those who volunteered for WIN had more positive
responses to the program than those who thought participa-
tion was mandatory. Those who thought it mandatory were
more likely to stay in the program, but less likely to have ajob
after participation.

“The most positive responses were found when staff were
encouraging and when the training program was satisfying.
The latter was more important for women than men,*4

Most enrollees participated in the program at a financial
sacrifice, so that payments in the program were not an

$A, D, Smith et al., op. cit.

1l gonard H. Goodwin, A Study of the Work Crientations of Welfare Recipienis Participating in the
Work Incentive Program (Washingion: The Brookings Institulion. 1971). ETA-QORD—NTIS, PB
202812

©Guy H. Miles and David L, Thompson, A Siudy af Low-Income Families: Implicarians for the
WIN Program (Minneapoliz: North Star Research and Develapment Institute, 1972). ETA-ORD—
NTIS, PR 211702

sCharles D, Garvin, Inceniives and Disincentives to Parlicipation in the Work Incentive Program
{Ann Arbor, Mich.: The Univeriity of Michigan, 1974). ETA-ORD—NTIS, PB 231585,
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incentive. “The incentive which affects the enrollee’s entrance
into the program the most is undoubtedly the desire for job
upgrading. Immedi::tely consequent to this is his or her desire
(with women emphasizing this most strongly) for training,”
especially for a specific career goal.*

“Major disincentives include the mandatory features of the
program (for those who perceive it this way), the inadequacy
of expense payments, and child-care, health, and transporta-
tion problems for those who have these.”

Toward Economic Independence

Any consideration of WIN, work, and welfare ultimately

comes full circle to a long-term objective of the 1967 legisla-
tion that created the WIN program — the reduction of welfare
dependency. Yet, the comprehensive review of the impact of
manpower programs (cited repeatedly in this section) found
that “The evaluative literature rarely addressed itself to the
question of welfare savings, but what limited cvidence exists
suggested that WIN resulted in little or no reduction in welfare
dependency.™! Failing such assessment, the question is: What
does the research say about whether the WIN program has
achieved its more immediate goals of providing training and
employment for welfare recipients and the broader issue of
whether there is a workable employment alternative to
welfare?

Training vs. Placement. One researcher made the following
comparisons between WIN I and WIN II:

Under WIN 1 the means to achieve this end (economic independence)
emphasized remedial edueation, extensive training, and career advineement.
This relatively radical strategy was replaced by a more conservative strategy
under WIN I1, with a shift in emphasis toward minimal trainingand early job
placement. Our evidence suggests that the more radical strategy did have
some payoff. The participants with whom it was used, largely women in our
study, did appear to move up the occupational ladder.®?

The dilemma of programs such as WIN is that training,
although often valued, tends to delay and obscure a basic
program goal, job placement. Still, when a program is as
successful in training-education as WIN 1 apparently was,
with a population that both needs and desires such training,
these functions and successes should not be neglected. If
training programs can more effectively educate many adults
than public schools can, perhaps such training is a legitimate
function of manpower programs, whatever the immediate job
consequences may be.

On the other hand, if WIN women need and want jobs more
than anything else, as many indicate, then a strategy aimed at
placement (and, as a fallback position, subsidized on-the-job
training and public service employment) is certainly
responsive to those expressed desires. Moreover, they are
aimed toward a viable alternative to the welfare system —
guaranteed jobs for all employables.

Slbid., p. 11,

¥bid.

HPerry et al.. op. cit., p. 396,
YA, D, Smith et al., op. cil.



E

Welfare Alternatives and Work Ineentives, A conceptual
dEﬁléﬂ for an employment inllern;un to wellare explored the
issues, implications, and costs of national program of
employment as a wellure allun.nwc“ The program as
designed would guarantee jobs for all employables, and
provide a negative income tax and income maintenance for
uncmployables. It would develop jobs in the private sector
and seek unsubsidized. as well as public service, jubs,

The cost of such a program was estimated at about $14
bllhcm i ycm (m ll)ﬂ), a sum llml wnuld t:m'tr lhg: costs of

c:urrcmly wnrl\lng whllc supplummmg lhc income nl'
another 1.3 million working poor.

The possibility that income transfers to Lhe warking poor
waould reduce the amount of work they do has been explored
in several studies. For example, a study based on National
Longitudinal Survey data (on 1966 income) concluded that

mature women (in their thirties and carlv fortics) who were
potentially eligible for benefits under the proposed Family
Assistance Plan are likely to work fewer hours as their income
from sources other than work rises.™ An increase of 10
pereent in the amount of other income available was
associated with a 2.8 percent decling in hours worked by black

Hledie T. Allen et al.,
ton: The Lichan Institute, 1973 | TA-OR(

Mlack A Meyer. Labor Supply of Women Powennialls Eigble for Faih Aantarice (Calumhin
Ohin: The Ohis State Univerary Research Foundation, 1973 FTA-ORDT NI IS5, PH 213735
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wamen, and a 3.7 pcrgem dccling in hcurs wcsrkx;d by whil&

1blc fur even more publu: suppurli

Thcs{- ﬁndingureimpurlam lhc study cmncludcd bu:dus(.

spent wurkm;; r,spnnds m lengu in puhlm subsldl;s
included in welfire and income maintenance schemes,

Edueation and health were found to be pusltwcly related to
hours worked, suggesting that investments in human capital
will pay off for poor women in this age group,

The presence of preschool age (but not school age) children
was found to be a deterrent to the labor market activity of

miny black and white women,

A review of research concerning income maintenance
proposils conlimed the following view:

. incomie transfer programs will induce progriam heneficiaries to work
less, Furthermore, on the whole, the studies confirm the hyputhesis that th
labor supply of prime-aged husbands will be affected much less by transfe
s than the labor supply of wives, female heads of households .md
older men. But there are problems with even the best labor supply studies
which pr;cludg precise estimates of the effects of transfer progrms on any

group,*

Hfinkel, facumie Mawienunve Programs amd Work Efore: A Review {Madwon, Wis.:

v ol Wiseonsin, Institute It Research on Poverty, 1974), p. 30,




8. THE IMPACT OF MANPOWEK .
PROGRAMS ON WOMEN

In the 1960, concerns about poverty and labor shortages
led to the formulation of a national manpower policy. The
Manpower Development and Training Act of 1962 (MDTA)
authorized the Department of Labor and the Department of
Health, Education, and Welfare to develop programs to
improve the job opportunities of the underemployed. The
Economic Dpportumty Act of 1964 authorized a variety of
antipoverty programs that sought to break down institu-
tional barriers to the participation of the poor.

In 1973, both the MDTA and the EOA were replaced by the
Comprehensive Employment and Training Act (CETA).
CETA sought to reduce the role of the Federal Government in
manpower programs. Under CETA the categorical programs
were replaced by local comprehensive programs. WIN and the
Job Corps continued to be operated by the Department of
Labor nationally.

CETA’s impact on women has not yet been assessed fully,
as discussed at the end of this chapter, but there is some useful
information about how women fared in programs sponsored
under MDTA and ECA. The often-cited review of evalua-
tions nf manpower pmgrams ﬁjund that fEWEl‘ than fl4 af'thg
women.l Prgsumably not all of these pmwded da[a on
women. Evaluations of three programs (Operation Main-
stream, the Concentrated Employment Program, and Public
Sewics Careers) comained no infarmatian on women or

data on women or mmormes, and Dnly | of' the 16 on the
Public Employment Program (the most heavily funded
program in 1972). Only 2 of the 43 studies of the Neighbor-
hood Youth Corps (the most heavily funded program over the
years 1965 through 1972) contained separate data on
minorities or women. Thus rather little can be said con-

- clusively about the benefits to women in these programs.
Clearly, evaluative studies in the future should be required to
provide data on program benefits to women.

Participation

pmgrams bstween ﬁsca! years 1965 and 1972 Blacks WEYE4 1
million enrollees (46.3 percent of the total). Seventy-three
percent of enrollees were under age 22, and 79 percent had less
than a full high school education. Women were 3. 9 million

(43.9 percent of the total), as shown in table 10.

" iCharies R, Pe% et al.. Impact of Manp Training Programs in General and on Minarities and
Women (Philadelphia: Univensity of Pennsyivania, 1975). ETA-ORD-NTIS.

TABLE 10. Women Enrollees in Various Programs,

1965-1972
Programs Number Percent
gram (thousands)  of total
All s 3.90% 43,9
Skill training:
MDTA institutional training ......... 530 444
MIDTA oin-the-job training (OJT) .... 190 30.4

Jab dcv:lupmsm

99 A6
72 64,3
Public Empluymcm Pmé_rdm {PEP) .. 85 27.9
Employability development:
Opportunities Industri
Centers, Ine, (0OIC) X 114 69.9
Concentrated Employment ngmm
(CEP) ... e 199 42,4
Wnrk lm;mhvc {WIN) Pro 256 631
63 27.0
Work experience:
Neighborhood Youth Cnrps (NYC):
In school ......... . 1.840 42.4
Out of school ... cenrn 437 41.7
Operation Mainstream (OM) ........ 23 25.6

The t:nrc:llment data indicate the fﬂllawing*

prugrams whu:h have fDEuiEd on 'skl” lrammg and juh dcvelupmsm md it
has been least significant in those programs which have been confined to pre-
vocational training or work experience — the very programs which have
served the highest concentration of youth, minorities, and women. . . . [tis
most important to note that minorities and women were disproportionately
concentrated in programs, which . . . were limited in their emphasis on skill
training.?

Only 18.4 percent of women participated in skill training
programs, compared with 27.2 percent of men.

There were no women in the program that was regarded as
the most successful. *If there is one conclusion that may be
drawn clearly from the vast evidence examined in this study, it
is that Apprenticeship Outreach Program has been the single
most successful manpower program beamed toward
minorities, as far as short-term economic benefits are
concerned.™

bid., p. 141.
Ybid., p. 142.
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Only one of the programs, Operation Mainstrean. is aimed
at the employment problems of older workers. Only 25.6
percent of enrollees in this program were women, despite the
serious problems faced by mature women in reentering the
lahor force, )

Women, moreover, appear to have heen considerably
underrepresented in the programs where per enrollee costs
were highest and  benelits, presumiably, greatest, That is,
women were only 27 pereent of enrollments in Job Corps, the
program in which per enrollee investments were highest, by
far. They were only 27.9 percent of enrollments in PEP, where
investments were second highest; and they were only 25.6
percent of enrollees in OM, where investments were third
highest per enrollee,

MDTA, the forerunner of current MANpoOwer progriams,
enphasized skill training, but it also included classroom
instruction, remedial training, supportive  services, and
training allowances. A major feature was on-the-job training
(OJ) by employers, paid for by public funds. Despite
attempts to expand OJT, which yielded superior benefits for
trainees, enrollments in OJ1 never approached those in the
so-called institutional segment of MDTA. For women, this
difference was aceentuated, because the proportion of women
in OJT was considerably less than in the institutional
2K.6 percent vs. 41.6 percent for the 1963-72

progrims
period 4

Earnings Gains

Figures on pre-and posttraining carnings indicate the gain
in carnings was clearly greater, in dollars and cents, for men
than for women in all MDTA and EOA programs,

In 1964, the gain in institutional MDTA was $1.182 for
women, compared with $1.447 for men. The gain in OJT-
MDTA was $1.426 for women and $1.743 for men. Much of
the gain for women was attributable to the fact that they
tended to be only partially employed before MDTA partici-
pation.® Before training. the annual carnings of women had
averaged only between $500 and $600.

Using median hourly wage rates as a measure, it again
appears th .t the absolute gain was greater for men than for
women. and that posttraining wage rates of men were signif-
icantly higher than those of women. A study of the impact of
all manpower programs in four citics found that although
women did gain 4 cents more an hour than men, their posi-
training wage rate was nevertheless 39 cents an hour less than
the male rate.t

In some programs, the posttraining differences were even
greater. The posttraining hourly earnings of white women
were lower than male rates by $1.24 in the OJT-MDTA
program, 41 cents in the institutional MDTA. 73 cents in
WIN, and 42 cents in CEP.?

Thus, only a percentage measure of hourly wage increases
for women (pre- and postenrollment) shows a better gain than

ki,
*thid.,
b |
Hbid..

p 151
po 62
poad

p. 120
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for men, and their postenrollment wige rates were signifi-
cantly lower in most cases than those of men, In the few
comparisons with control groups who took no training,
women gained more than men in comparison with the non-

' vantay hutable to

* .

tramnees, but the women's ad : be at
the fact that the female controls were not as tully employved as
their male counterparts.

Assessment of Progress

In view of these findings, it is regrettable that rescarchers
almost unanimously have stressed relative. rather than
absolute gains, in concluding that there is an “apparent
advantage to women in terms of gains from training.™ This
interpretation underlies the conelusion of the comprehensive
review of research and evaluation:

Overall. the available data tend 1o indicate that women have henefited more
<+ .. In general. women, including
than their male counterparts in a
) tms which had the more

than men . . . from the services provided
minority women, experienced larger gains
numiber of programs, and particularly in t}
significant overall impact upon participant « trnings.”

such interpretations not only gloss over the smaller
absolute gains by women but also deemphasize the import of
other findings. Closer attention could be usefully given to the
following ways in which women apparently benefited less
from these programs than men did:

I. Overall, participation of women in the programs was ig-
nificantly less than that of men. Women's participation wis, it
is true, greater than their participation in the labor force, but
probably less than need (based on marginality. low wages,
welfare, diserimination) might require,

2. The participation of women was lowest in the skill
training programs, where most benefits were to be gained, and
highest in the work experience programs, where reviewers
reported there was least to be gained.

3. Women were underenrolled in the programs where
per enrollee spending was highest.

4. Participation of women in the only program for older
workers (Operation Mainstream) was low, despite the special
pressing needs of many older women workers.

5. Women did not participate in the Apprenticeship
Outreach Program at all, though it was regarded as the most
successful of the programs. (Women are now included.)

6. Indications are that dropouts were higher among women
than men (with the exception of the WIN program).

7. Job placement rates for women apparently were lower
than those for men, whether because of factors associated with
the programs themselves, or with factors in the labor market,
or both,

In gauging the impact of these programs. evaluators can
hardly claim that the increases in earnings of women who
completed a program resulted from “program trapact.” while
ascribing their inierior earnings (relative to male counter-
parts) to “market conditions,” The market and the programs
are, in both cases, interlocked. The purpose of the programs

‘., p. 184,
ihid., p. 77.
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City CETA,

was to improve enrollees’ positions in the market. Positions of
equality for women exist in the market (indeed, the Low
requires them), and if these positions are not located, the
impact of the programs is diminished.

Just as placement is a program x:ﬁmpc_mcm 50 dre rccmi1=
ment, selection, program assignment,
preparation, supports (in many cases), und huldm&, pmxu:
When women are underrecruited, when their dropout rates
programs, the programs’ impact on women is, in these
respects, also diminished.

A First Look at Women
in CETA

An carly review c:f thc impact uf the: dr‘ccnlrilli;’cd fnmprc-

Although CETA replaced the earlier mandated categorical programs to
encourage greater flexibility, local prime sponsors are continuing such
programs largely unchanged.

The character of manpower progrims 15 changing from one preoceupied
with the intractable employability problems ol the dsadvantaged 1o one
increasingly concerned with the immediate cyclical problems or the un-
emplayed gcnsrally

C’ETA it clc;n,:s note lhdl the pmpurlmn of femalc p:u‘ttmpanls
rose somewhat under CETA, compared with previous cate-
gorical programs. Inthe first part of fiscal year 1974, under the
categorical programs, women were 42.3 percent of partici-
pants. Under CETA, by the fourth quarter of fiscal year 1974,
female participation had risen to 45.6 percent. Women were
somewhat more likely to participate in the cities (53.2 per-
cent) than in the counties (50.6 percent) or other government
sponsoring units, The aggregate figures disguise wide varia-

tions among individual prime sponsors, ranging from 37 per- -

cent to 57 percent female.

A first order of business for women, judging by this report
and the dearth of information about women participants, is
the gathering and analysis of data on CETA’s impact on
women, and its effectiveness in serving their work necds.

A very brief excursion into the experience of the New York
conducted by this reviewer, suggests, for
example, the following:

OThe Comprehensive Emiploymenl and Trawumg Act fmpavt on People, Plares, Prograns

(Washingian: National Academy of Sewnczs, 1976), pp. 1¥-1¥
4 ] PP

. Women were a high proportion of clients (47,954
females and 48,395 males in the quarter ending Dee. 31, 1975),
but only 1,784 females were placed in jobs during that period,
compured with 2,201 males.

2, Considerable sex segregation existed in the city's 200

projects, perhaps especially in projects sponsored by private
schools, with males being generally served by technical and
trade school sponsors and womcen by business school
sponsors,!!
3. Little attention had been given to the development of
nontraditional occupations for women, although ua con-
ference was planned for job developers on the changing jobs of
women. This was the only apparent evidenee of organized
interest in the subject,

4, Nobody on the stafl was assigned the specific task of re-
viewing services to women or program impact on women.

5. Pgrlicip;ltiun af women at pnlicymuking levels was 'mini—

g.‘idﬂ’lplﬂi cmly 3 women (gul c:l 38 mgmbgrh) sel 'Ld on th
New York City Manpower Area Planning Council (the key
policy and planning group). One of these women represented
the N.Y. Chamber of Commerce, another the Concerned
Parents-Family Day Care Career Project. and the third was
the Commissioner of the N.Y.C. Department of Employ-
ment. Thus, women were only about 1 in 13 on the council,
compared with almost hall of the program’s participants.
6 Th:.re ‘was an expruacd nu;d fur ;1ttunt'u'm to .md (lis;—

,matlc:r Dt dmppmg Dut of hlgh :ﬂ:hﬂul lm prggn,mgy.

7. Guidance literature used to counsel participants was
found to contain some amount of sex stercotyping (as in the
Counselors’ Guide to Occupational Education, used by the
N.Y.C. Board of Education). The full extent of such stereo-
typing could not be examined.

8. Target Group Data indicated that there were consid-
erably more females than males between the ages of 16and 21
in New York City in 1970 (380,379 fer and 345,567
males).”2 Among 16 to 21-year-olds not curolled in school, 38
percent of females were non-high school graduates and 50 cer-
cent of males. Of these, 70 percent of the females and 53 per-
cent of the males were unemployed or not in the lubor foree.

There were 125,038 male-headed families and 111,469
female-headed families below the poverty level: 7 percent of
all male-headed families, and 31 percent of female-headed
familiés were belgw the’: pavcrty lEVE‘l C)f thm‘c in pcwcrtyi

men, l’i wOmiEn; Pmn::r Marine al, 67 men, 2 women. The Puesta Rican -ovum, ameong nihers,

alse gave primary ateniisn v m

omprehensive Manpower Flan for New York Ciry, Fiseol Year [974 Usew York: =Y
Manpower Area Flanning Council), vol. 1.
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9. GOVERNMENT

Numerous government operations relate to women and
work The three mulud;d h;rc -— the U ‘5 Emplm'mc.nl

the,y r&la{e s;gmhcantly m th; emp!uymgnl ;md tmmmé ol
womien, or because a significant body of sponsored research
relates to them.

The U.S. Employment Servic
(USES)

The Federal-State employment system is a vital part of
emplaymentand tr’ainin;ﬁ, 'prczgram‘a Mormver *ipnnfi()ﬁ;d re-

mﬂ'flt services.

Established in 1933, the Federal-State employment system.

contains 50 autonomous agencies (the State Employment
Services), a network of over 2,400 offices and 40,000
employees who register job applicants, offer some counseling
and tesling service, dt:ve.lapjabs ;md rctlr 1ppii¢=amv; mjc')b'a

mg prugrama and \'DCdUGndl :duca[mn pmgrams Unc_m—
ployment insurance and employable welfare recipients are re-
quired to register with the Employment Service. Special
services are also offered to older workers, youth. the handi-
capped, the disadvantaged. The Service develops occupa-
tional and labor market information, maintains a program on
occupational research which prepares materials such as the
Dictionary of Occupational Titles, occupational classifica-
tion systems and techniques, occupational brochures, and
methodology for job structuring.

USES and Women

About 2.5 million women were referred to jobs by State
Employment Service offices in fiscal year 1975, and aimost 1.3
million women were placed in nonagricultural jobs in that
year, amounting to 40 percent of the total in both cases.!
About 412,000 women reccived some job counseling and
440,000 were tested during the year, The average starting wage
f(:f' women plfu:ed by the ES was SZ 60 an haur

number of women r&gxstersd, the numbz:r pldcc;d. and the

wages paid. It does not record the occupations of placements

'Eﬁélg}ymfﬁl and Training Report of the Fresident, 197 (Washington: U5, Department of Labor,
1976}, p. 126,

Q
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by sex, soitcannot be determined from USLES data what kinds
of jobs women were placed in, relative to men.

ES stalf cannot accept employer orders that vialate laws on
pay, hours of work, race. It cannot accept orders that
designate men or women in hiring except as a bona fide job
requirement. ES staff has been informed that affirmative
action is ES policy. No method exists. however {or determin-
ing to what cxtent affirmative action is applied and to what
extent referrals are sex neutral. Records arenot kept by sexon
occupation, employer, or firm of placement, so the data re-
quired for affirmative action evaluations are lacking.

ES has reportedly made progress in getting women into the
apprenticeship trades. State agencies have also been
instructed to prepare information for clients on licensed day-
care centers and guides tothe selection of child-care facilities.

To stimulate interest in the special needs of women, the
USES has asked State affiliates to submit plans for improving
service to women applicants.

In 1973, the Secretary of Labor, after meeting with seven
national women’s organizations, set up a group to nuke
recommendations on improving wonien's status in the Man-
power Adniinistration (now the Employment and Training
Administration) and in job and training programs. On March
14,1974, the first in a series of directives was sent out to all
State cmployment agencies on “Improving E5 Services to
Women Job Seekers,” The agencies were asked to submit
materials they had found useful in improving services to
women.

Washington Opportunities for Women (WOW), ona Man-
power Administration grant, has provided volunteers for an
information and referral service for women at the local ES
office. Other cities (Atlanta, Richmond, Baltimore, Boston.
Providence, and Montpelier) have been funded to do similar
work in ES offices. Several States have adopted the experi-
mental techniques on a permanent basis.

As for ES staff, in states with a strong civil service merit
system, women have better opportunities for promotion
within ES than in c)th'er' Stath Wﬂm&n gen;rally hﬂvc more

wark at, the same level in USES. ln 1975 tht:rg were unly 5
women at grade 13; 4 at grade 14, and none at grade 15.

ES has apparently not done much to promote part-time
jobs, which would be of special benefit to women and older
people. It has not been regarded as a high or an appealing
priority.

At one time ES had a separate professional placement
service. In view of the oversupply of professional women in
the market, it has been suggested that the ES return to the
former setup. Even professional women apparcntly find it
more difficult than men to locate jobs, so they are in greater
need of a specialized placement service.
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Although directives on women from USES have had some
reported impact, there appears to be no followup procedure or
means of determining to what extent directives are followed.

ES offices now usually have a special representative for
veterans and one for minoritics. A similar representative for
women 15 clﬂarly in DTdEl‘ one whcn wauld be aﬂquamted with

Eate in enfarcmg lhc law on sex dlscnmmatmn
According to USES staff interviewed, the most significant
chdnge [hdt h mkcn plzu:c: in the E.rnploym nt f:»ervxce with

C?Lcupﬂtmrzal T‘t,hssi2 Thxs revision ha;. desexed tht: mles and
raised the skill codes in some traditionally female occupa-
tions, The desexing of titles in particular has, in the opinion of
staff, had a significant effect on the way people in the ES think
and what they talk about. It has, in effect, raised the level of
consciousness of ES staff because the DOT is so basic to their
work.

Revisions include changes in over 3,000 titles: From
salesman to sales agent, sales associate, sales representative,
etc.; from foreman to supervisor; from draftsman to drafter;
from repairman to repairer; patrolman to police officer;
servicernan to servicer; assemblyman to assembler; seam-
stress to sewer; bellman to bellhop; airplane stewardess to air-
plane flight attendant.

Most changes occurred, proportionately, in the-service and
structural work code groups. Fewest were made. in the
professional/ managerial codes, as shown in table 11,

TABLE 1. Title Changes in DOT Code Groups

Number of titles

Code Dé:upuiinn:xl group . Percent of
group oo R Tatal  Desexed  titles desexed
1 Pmk“iunal
2.550 160 6.3
2 1,493 275 15.4
k] “;Lr\ ice ... . P11 265 26,8
4 Fuarming, lishery,
forestry, and
related ...l 764 102 133
5 Processing ............ 4644 833 17.9
6  Machine trades ... ..., 3369 535 15.8
7 Benehwork ........... 4,379 469 10,2
4 - Structural work ....... 1.621 413 25.4
9 Miseellaneous ......... 1,793 340 18.9

Who Uses USES?

Users in Middle-5Size Cities. A study of job search, recruit-
ment, and the USES described labor exchange activities in
cities of 100,000 to 250,000 population.’ The Employment

Service, the study found, was consulted by about 25 percent of

all employers and 28 percent of all jobfinders in these cities

S(\mc of the impetus (or the revision came lrom the Wisconan Waomen in Apprenticeship prajeet,

discussed in ¢h. b

' Recrusiimient, Jub Search, gind the Undted States Emplovnent Serviee { Philadelphia: Camil Asoei-
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during the last 6 months of 1974, At one time or another,
about half of all employers and jobfinders had consulted with
the ES about employment needs. Most recruitment and job
search, however, were carried on by informal methods such as
direct application and contact with friends or relatives.

in Medxum-Slze Cltu:s (lO0,000QOOiOOO I’Dpuldtmn)‘
July-December 1974

Percent of jobfinders L
Search method used Percent of users

Using Hired uceeeding
All methods ........... 100.0! 100.0¢
Employment Service ...... 27.6 5.6 203
Private agency ........... 14.5 5.6 kLA
Employer direct .......... 42.1 29.8 6.3
Looked at want ads ...... 62.5 -
{(Answered ads) ........ 47.5 16.6 149
Lahur uninns Ciririaaesas 6.2 1.4 22,5
65.0 30.7 47.2
331 13 29
1.6 0.4 219
%thm}l plaL 10.9 3.0 27.5
Professional JDUrﬂ 1l . 6.4
(Answered} .. ........... (2.5)

'Sum of items exceeds 100.0 percent because most jobfinders used more than vne methind,
acludes about 300 respondents whao did net answer the “how lound job™ yuestion snd whao are,
therelare, exluded from the distribution by seareh methud.
inate 3 referenee, p. 72,

Hee text i

Of formal methods, newspaper ads were used most often
and placed people most often in jobs, followed by the ES. But
all formal methods combined (including private agencies,
unions, and other agencies) placed only about one-third of
workers in their jobs, and the ES placed only about 1 worker
in 18 (see table 12).

The ES was used mainly by large employers. Small and
marginal employers seldom listed vacancies. Because of their
size, however, the 25 percent of employers who used the ES
represented 36 percent of all vacancies. Those who listed with
the ES were likely to list most of their vacancies with the
exception of those in professional, technical, and managerial
occupations.

Ei..ployers listed a disproportionately small percent of their
clerical and sales orders with ES, but a disproportionately
high percent of people with clerical and sales skills used ES in
their job search. This may reflect an employer desire to avoid
hiring minority clerical women.

Only 20 percent of applicants were counseled by ES, 15
percent were tested, and 6 percent were provided, or referred
to, other services. This heavy emphasis on placement repre-
sented a departure from the late 1960s when the ES
emphasized employability development.

People with some high school were placed almost twice as
often as those with less than a ninth-grade education, This was
not because of employer response but because ES referred to
jobs only 15 percent of those without high school, compared
to 45 percent of those with at least a ninth-grade education,
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Employers were most concerned about the suitability of
referrals received from ES. They hired only about one referral

_in three.

Tha mean haurly wage nf ‘women plac:ed on jéb-:; by E';; was
shghzly higher than thsfs
other means.

It was also noted that overall, 35 percent of all people and 50
percent of all women applying to the ES did not obtain jobs
between the time they applied and the date of the study (an
average of 7 months).

Although the report clearly has implications for women job
seekers, very little specific information on women applicants
to ES was included.

fall emplay;cs whu imlndjohs by

ES Campelimrs iii Ihg J(pb ‘S‘ean:h A CDmﬁféhL‘ﬁ’iiVE

1972 ahGWed th;u‘ in th; t:c,xu,mry asa wh le (v;, Lht,,— medlum;
sized cities covered in the study just discussed), the ES playsan
even smaller role in jobseeking and jobfinding:3

applied directly to employers without sugges-
tions or referrals by anyone. The next four methods used most frequently, but
by much smaller proportions of workers, were: Akapg friends about mh~.
where they work: unswering local newspapers ol
places other than where they work; and checking mth the State melnu jent
serviee,

Thirty=five percent of the workers obtained Juhs through direct applica-
tion to employers, and 12 percent cach by a : friends about johs \\.hm=
they work and by answering local newspaper ad 3
to 6 percent) of the jobseekers obiained their jobs lhmugh lhg State emiploy-
ment service and through private employment agenc
Of all persans who applied directly to employers for w urk about half tound
their job that way - - about double the pereentige for the methods with the
next two highest riates.

The four methods most commonly used and the method by which the
largest proportion of workers ohtained jobs were th ror men and for
women, and with minor exceptions, for most other charae cristivs by which
jobfinders were grouped.

Greater proportions of hlacks thun whites asked friends and relatives about
jobs where they worked, took Civil Seevice tests, checked with State employ-
ment service, and contacted local assistance or ions. Smaller propor-
tions applied directly to employ per ads, methods
which have relatively hi hould be eneouraged to
use these two methods (o a gr ient and industry

ore g practices. Continued
All limit the range of

Two out of three jobse

rlmmamr} hir
ves for job leads v

programs arg in force to eliminate di
high dependence on [riends and rela
job opportunities for bla
Gresater prnpurlmm ol blucks lh.ln w hm,s whn contaeted the Stute employ-

lyl(n;mpl VERS,
¢ :;mpl enl

answered lm:;;l newspaper
agencics and school placement offices

Bel: - finding a job, the average jobsecker used four ,rml,hnd.s, I hL‘ numhgr
tend. - rise with the length of search and 1o vary widely hy oecupation and
demogruphitc characigristics. Men used more methods thin women. Many
persons who did not find a job w uhm felatively few wee ihsequently tried
additional methods. which sugge 1 iethods uwpossible
early in the search could improve the Chdm;;'s of tinding a job.

Of the 5.4 million jobscckers who were employved just sre beginning
their job search, nearly half started to look for a new job while still onthe ald

tion}, and nced by lhn: Manpowef A | perains in the monihly Current
Populalion Survey wha, during 1972, had

Lhnbweking Methods Used by Amerivan War,
Labor, Bureau of Labor Statisties, 1975), pp. -3,
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e whn did not look whilt; '-aii” wurkim, 2 out ol 5 hq;lu their

(gd lhgii‘ sereh while still
ed, il ot prevented, it

work after leaving their job as for those who

eniployed. Some jublessn uld be deer

employers could notify employees well in advance ot a layolf i permit thein
ake off a few hours o week, w ay. 1o look tor another joh.

jjority of jobhunters found jobs within 4 weeks, including time spent

while still employed. Relatively fewer men than wonwen lound jubs

generally about the same regard-

less nflht= m&.lhnd by which the job was found. in a given cconomic elimate,
jthr Lluuh \lll,h i \mg

finding a job guickly depends more on mat

financial resources, thin un methods used
Jobseckers seurched for work compa
relatively ¢l
Ius per \H,Lk on lhurJub ¢ lth .md nhnrlx ? ot nl 4 trav Llu.l no l.l
iles lrnm honmie 1 look for wurk, : ‘lv or Imurs o} Job s

vely '_

lier thii

14 week

¢ Jub ekers lurnu;l duwn in nIILr. lhm; ult of 1) who

equal praportion beciuse the

" One uu'l ol thre
declined offers did so because of low pay, and

fe unsitistactory. A preater
proportion of whites thun blacks refused job offers.

Nearly 45 percent of jobseekers were women. Somewhat
over one-half of the female jobseckers were married. Thirty-
seven percent of the men and 15 percent of the women traveled
more than 25 miles to look for work. Among both mien and
women, much larg.r pmp@rlmns ij(lhsLLl\Ll\ who uhhnn;d

,rmlur, frum thE.‘ l(,l lcmk Im wurl\. Amung men, dh(llll one-
third of the professionals and one-fourth of the managers
went over 100 miles to look for work: among women. about 18
- percent of jobseekers in these two occupations traveled that

distance, One-third of the men and one-half of the women
found jobs within 5 miles of home. While 66.5 percent of males
seeking jobs as managers and administrators applied dircetly
to employers, only 52.4 percent of their female counterparts
did.

Want Ads: Unfair Competition. To make the ES
effective in its services to minorities and women, attention
needs to be given to existing forms of discrimination in
newspaper want ads, the leading formal source of job place-
ment. Employers who wish to discriminate may simply avord
ES services and fill their openings through sex-designated
newspaper ads, despite the illegality of that practice.”

Want ads in newspapers in Salt Lake City and San
Francisco, and in 19 other newspapers, were found to present
a distorted pictare of local job markets because of ad duplica-
tions. Ads were highly successful in matching applicants tojob
openings for a rather small butimportant group of employers.
rﬁainly largc firms in \aclected indu%lr’ic% of the wwo c’nius.

more

sldurl!az,zji I-,:a llmn s:rupuluua coneeen \\.llh niuml!\lnx
advertising for job openings from ads for sther types ol carning appor-
tunitics. haphazard organization of want ad cobiumns aind sd senpt. el
disregard for established. legislated public poliey ax i regirds diseriminitory
advertising practices,”

u,m,l sUfn lmll,nz,

*hex designath

15 permitied where there s a bong Dde hasis, or example, sUendant i somen’s

rest Fonim.
“lohn Walh et al, Help Wannsd: Caw Studhes of Clavativd Ads tsalt Lake Ly il mpis
Publishing Co., 1975, p. 92 ETA-OHRD 5T, PH 237066,
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The study found that want ads discriminate against women,
that newspapers permit employers to make sex designations in
their ads. Such practices are illegal, but newspapers claimed
they did not want to take on the role of law enforcer in the casce
of sex designations, though all the papers enforced the law
against race designations.

In June 1973, the U.S, Supreme Court ruled on the case of
Fittsburgh Press v. Pittsburgh Commission on Human Rela-
tions and upheld a Pittsburgh ordinance banning sex designa-
tions in newspaper want ad headings. The decision placed
both the help wanted ads and their arrangement in the realm
of commercial speech and thereby subject to government
regulation.

The Supreme Court ruling against sex-designited want ad headings cinne
about beesuse the Nutionul Ormmization of Women compiled massive
evidence of violitions and took legal action, in San Francisco, one women's
organization picketed the San Franciseo Chranical-Examiner in protest of
discriminatory language in its want ads. The mere existence of the Civil
Rights Act. pussed in 1964, did nol ensure that faw enforcement agencics
would focus on ending diseriminatory practives.®

The report concluded, however, that the only want ad user

constituency “demonstrating  sustained  interest, group
coherency, llmgullmun and power dire the private employ-
ment agencies,™ Other constituencies, or government
regulation and enforcement, the report suggested, are needed
to overcome want ad bias, distortion, and misleading listings.

The Shifting ES Clientele

"A fadel blue shirt collar nestles next to a starched white
one on a bare table. This eye-catching photograph decorates
the cover of a glossy brochure designed to persuade Wisconsin
employcrs that the State's public employment offices, long
considered strictly a source of blue-collar laborers, can help
locate more highly skilled white- collar employees, too.™

Far from using the no-fee services of ES's $600-million-a-
year placement services to [ill higher paying jobs, “most
companies are busy dodging a slackly enforced. 5-year-old
Federal regulation™!! designed to force Federal contractorsto
list such openings with the ES.

The agency says its goal is to increase professional listings,
which are now only 7 percent of the total. “Yet such goals have
repeatedly eluded the agency, which was created in 1933 to
help the unemployed find jobs. [t has been trying for 5 yearsto
woo emplayers lurned ﬂff by ivf. late-1960's stress on helping

,,,,,, In this effort, it has been
hamp;r&d by the fact that mosl unemployment compensa-
tion claimants and able-bodied welfare recipients must
register with USES. ™!

A 1971 executive order known as the “*mandatory listings”™
rule requires that Federal Government contractors list all
vacancies paying up to 518,000 a year (as of 1976) with the
ES. “The Labor Department estimates only *between one-
third and one-half’ of all employers are complying with the

*bid., p. 97.

*1bid,

VWGl Sireet Joutnal, May 11, 1976, pp. |, 10.
HIhid.

Vbid.
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rule; it can’t be more specific since it isn't even sure how many
Federal contructors the rule affeets,™

Why isn't the law obeyed? *For one thing the mandatory
job-listing rule is casily evaded. Responsibility forenloreing it
rests with Federal ‘contract compliance” officials pu.n;;llpu.d
with policing regulations banning employment diser :
tion on the basis of ruce or sex. Moreover, officials in th::
Employment Service's field offices are reluctant to snap at
the corporate hands that toss them even a few job openings.

“Also, many employers sceretly fear that seeking USES
referrals will expose them to more pressure to hire females and
minority groups members."™ Security Pacific National Bank
in Los Angeles, however, reports a “tremendous™ increase ir
its job listings with USES since local officials begun enforcing
the mandatory listing rule in 1973, The bank reports it is
pleased with ES and has hired six entry level managers
through the service,

A “Job Service Improvement Program,” which is being
introduced into 30 State cmploymcm offices in 1976, is
appointing “uccount executives™ to personalize services to
companies. Employer advisory committees are also being
ereated to get ES stafl mingling with company personnel
officers.

The efforts of ES to serve the disadvantaged, and perhaps
:n also. may actually be declining. despite demands for
increased service to these groups. .

A report on the impact of CETA found “signs that the
Employment Service may be returning to its role ol serving the
job-ready while CETA serves the disadvantaged. This would
negate the [0-year effort to make the Employment Service
more responsive to the necds of the disadvantaged.!s

“A two-tier manpower system may emerge: One for the dis-
advantaged and another for the better-qualified workers.”
The extent to which the Employment Service effectively serves
women jobseekers was not discussed,

Conclusions

The USES has been attempting to improve its service to
women, who are, of course, but one group of the elaimants for
its services. The review of ES services to women and the
research on the role and image of the ES in the job market
suggest that there is still room for improvement. Additional
steps that might be taken are:

I. Legislative examination of the advisability of requiring
employers to list job openings with the ES. V

2. Examination of the discrepancy between the clerical jobs
listed by employers and number of elerical applicants to ES,
with a view to improving ES services to clerical workers.

3. Including a women’s representative on the staff of all
large ES offices,

4. Followup on directives pertaining to women,

5. Inclusion of sex breakdown on placement occupations
and industries.

" hid.

41 hid.
WThe Comprehensive Employmeni ard Training Act: Impact o Feople, Places, Programs

(Washington: Ralional Academy of 5zences, 1976).



E

6. Review of ES staff hiring and promotion practices.

7. More work wnh employers on job development for
women,

8. Greater attention to developing rewarding part-time
jobs.

9. Review of the need for a separate professional place-
ment service, in view of high unemployment among women
professionals.

The Equal Employment Oppor-
tunity Commission (EEOC)

The EEOC'® operates under title V11 of the Civil Rights Act
of 1964, as amended in 1972. Title VII prohibits discrimina-
tion because of sex, race, color, religion, or national origin, in
all employment practices, including hiring, firing, layoffs,
promotion, wages, training, disciplinary action, and other
terms, privileges, conditions, or benefits or employment. Title
V11 covers private employers of 15 or more persons, employ-
ment agencies both public and private, labor unions with 15 or
more members, joint labor-management apprenticeship com-
mittees, educational institutions both public and private, and
State and local governments.

The EEOC enforces title V11 except in behalf of Federal |

employees (handled by the U.S. Civil Service Commission),
employees of State and local governments (handled by the
Department of Justice), and employees of Federal contractors
(handled by the Depanmem c:f' Labor)

non, filed by an mdmdual ora group on bc:half Dfa,n mdlvnd=
ual, it investigates the charge. If the facts indicate discrimina-
tion, EEOC conciliates and tries to persuade the employer
voluntarily to stop the discriminatory practice but, 1f
conciliation fails, it files suit in Federal court. Individuals
may, if they choose, mmate their own pnvate suxts

from wc.nmt:n and 123 fmm men, By 1974 th;s h:ad risen to
15,617 for women and 3,047 for men, representing 37 percent
of all charges. More than a third of the total charges received
were resolved by conciliation or litigation.

In the early days almost all charges of sex discrimination
came from blue-collar women. Professionals were reluctant to
file charges out of fear of retaliation or trouble. Since 1972,
when EEOC received jurisdiction over educational institu-
tions, it now gets many white collar cases. Of all charges in
higher education, 95 percent were sex based and came mainly
from women.

Even the Ph.D. requirement for employment in some jobs is

" being challenged: Companies have reanalyzed some jobs for

engineers and have found that a third or a quarter of the work
being done by engineers does not require any engineering
degree at all.!” Less qualified people can be hired to do the
nonengineering work, and jobs can be opened to women who
are less llkgly than men to be trained engineers. In some cases,

B “lnfﬂﬁl!l:m in this section eomes almost exclusively from discussions with EEOC staff,
YBernice Sandler, of the Projsct on Status of Wamen,
Washingten, D.C.
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companies have found they needed good salespeople rather
than engineers.

Considerable attention has been given to
standards as they apply to minorities (tests, job requirements,
interviews, etc.), but little attention has been given to the con-
sequences for women.

Unintentional systemic diserimination is a matter of some
concern dl’ld applicability to women. This. kind (]fdiﬁ;l’iﬁﬁﬁil-

sclection

to bc; perpetuau;d in t,h;as better jubhi In this ru.p;:;li lhg
Griggs decision of the Supreme Court is very important. In
that decision, discrimination was defined as “effect,” rather
than “intent,” and the burden of proof was put on the
employer (o prove nondiscrimination.

No analysis is available of the substance of charges received
by EEOC, but it is reported informally that most of the
charges received from the private sectorin 1974 hud to do with
discriminatory pay and compensation, and the second most
common charge had to do with terms of employment. In
compensation cases, charges may be filed under both the
Equal Pay Act and the Civil Rights Act. The Equal Pay Act,
administered by the Department of Labor, has a large admin-
istrative staff, and it can process charges faster than EEOC,
despite a large backlog of cases. It is often able to convince
employers to go along without court action. At EEOC equal
pay charges go into a very large backlog. EEQC 15 also
concerned with fringe benefits as well as hourly pay, and with
sex segregated departments within firms. EEOC will investi-
gate complaints alleging such segregation and may call for a
reassignment of jobs. At Corning Glass, it was found, for
example, that women and men in certain occupations did
exactly the same work but only men could work nights and
night work paid more.

Lifting restrictions on jobs now has to be based on personal
ability rather than on sex. EEOC has not found “protective
laws” an issue, since in practice most of these laws have been
used to exclude women from many preferred jobs.

In its National Programs Division, EEOC tries to speed up
the settlement of cases in an industry where many complaints
have been received. By handling them all at once, it tries to
settle with the industry rather than with individual firms. An
example is the communications industry, where an EEOC
case against American Telephone and Telegraph culminated
in a (:Ollﬂ decision In the stgel industry sememzm was
number c:f chargas reczwed! Fwe magor natmnal cgrpar-
ations were on the priorities list in 1975.

EEQC has issued guidelines on maternity leaves which
classify childbirth as a physical disability. A case on forced
maternity leaves was first won by schoolteachers who were re-
quired to take leave after the fifth month of pregnancy. The
Supremr‘; Cnurl decided that ths teachgrs could not b(: fﬂrced
shculd be treated asa temporary dlssb!lny. hgwgw;r. has mjt,
yet gone to the Supreme Court. The Communications
Workers of America have challenged the General Electric
Company to follow the guidelines on disability, and GE has
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challenged the EEOC guidelines in court.

Treating childbirth as a disability means that women get
disability insurance during the period of disability, however
long it continues. Estimates of the cost of such insurance range
from $4.4 million 10 $12.8 million (in Wisconsin alone),
depending on coverage and benefit level." This might increase
insurance costs by 9 percent. a not insignificant sum,

In 1972 EEOC was given powers for lmgmmn LJnul then it
could only investigate and refer case
Justice for litigation. The Commissi f
backlog of cases is very large. Many groups pursue their own
cases in court because EEOC is so slow,

Before EEOC had litigation powers, employers tended not
to take the guidelines seriously; now, according to stalt, they
are taken much more seriously. Guidelines have often bheen
challenged, but they have been consistently upheld in the
courts. Cases can take 3 years and back compensation can be
awarded from 2 years before charges were filed. Class action
suits can cost employers a great deal of money in back pay to
employees. Employers, therefore, are often interested in
settling. Change in employer practices is likely to be greatest
between the time charges are filed and the time EEQC investi-
gates, a process that may take several years,

In reviewing the operations of EEOC, one is struck by the
scope and significance of its operations, and by the real and
potential impact of its activites on the employment of women,
At the same time, one is struck by the dearth of research. data,
and analysis relating to its activities, a consequence, no douht,
of the general work overload on its stalf,

Clearly cfforts should be made to improve the quantity and
guality of information available, Similar efforts are also
needed with respect to diseriminatory practices of govern-
ment employers (Federal from the U.S. Civil Service Com-
mission and State and local from the Department of Justice)
and of Federal contractors (from the Department of Labor).

These matters are obviously fundamental to the solution of

the problems of inequatity in the employment of women. Only
one study™ among the rich variety of manpower research
efforts has. dealt with the impact of antidiserimination laws
per s¢ on the employment of women, This study found that the
laws hud had little or no impact on the aggregate demand for
women workers in Oregon by 1970, and that employvers by
1972 had little or no knowledge of the laws. The study is dated
and limited in scope but it points up the need for more
rescarch on impact and on a wide varicty of other subjects,

Nor has the vast body of data that is reported to the EEOC
been much used. Establishments must report their employ-
ment in cach occupational group (for example, professional
and technical workers) by sex and cthnic origin on Form
EEO l deh year il they employ 100 or more pcrmns ‘am W ler

ullllzr:d thhL dam lur lhg seven cities xt Lﬂ\eLrLd. !hcy are a
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cu‘ngd wuh t_mpluyr‘m;nl uppurtumugs tor women,

For example, EEO-1 data for 1972 —— & years after enact-
ment of the Civil Rights Act — add a new dimension to the
finding of extensive sex segregation in employment which was
discussed in chapter 2.2 In the 2,795 San Francisco estab-
lishments which filed the EEO-| report for [972, 62 percent of
all the women employees were in establishments where they
accounted for at least hall the work foree, Indeed, 59 of the
firmshad a work force that was 90 percent or more female. At
the other extreme, 57 firms employed no women. Similarly, in
Atlanta, only $0 of the 1,736 reporting establishments could
get along without any women on the payroll, but 60 percent of
the women worked in establishments where they were in the
majority. And the hundreds of establishments in Atlanta’s 10
lending industires employed a total of only 48 Negro women in
professional and technical jobs, although 1 of every 14
workers on their payrolls was a Negro woman. But in hoth
San Francisco and Atlanta, as well as in Chicago, Houston,
and Pittsburgh, half or more of the establishments had ne
black women on the payroll. These figures make it clear that
the employment patterns of the past are only grudgingly
re%pnn%ivc to presem efﬁjrtq 1o chanée the:m Thc- dam :Guid

has a hlbmhLdnl Lfﬁ;gl on wurl\ ;md u;cupam 18 Unfnrs
tunately, little attention has been given to the effects of licens-
ing laws and practices on women per se.

Licensing gives people who qualily for specific, licensed

by th; occupatmndl as;mmnon bem;a hcm d. %uch Lﬂnll’()l

enables the associ fications and limit
access to the occ ssures lur hu,nhlng come from
the practitioners of occupations, not {rom the public. The
sponsoring group usvally drafts the nceded legislation and has
it introduced by a friendly legislator. Letter writing and
pressure campaigns are then mounted to persuade legislators
to include the occupation under the licensing laws. Contlict of
interest results when the control of licensing is then put in the
hands of the group being regulated,

In 1967 the Manpower Administration funded the Educa-
tional Testing Service (ETS) to study the feasibility of a
national inguiry into the impact of licensing on skilled non-
professional workers.2! ETS found serious problems in the

The data in this pslngr‘lph ife frnm an unpnblished analysis by the ETA H(hu it Ru; irch i

Basis, hut without i
VI dul fiol eon

St Reripamin Shimbery i

f !h; Indn Idmll uanmH I he npnrh relate to private indostry, wace Htle
lescit | governments in 1972,

d ot V. Moz, A Bho Stady 10 Dewrisiing the Deasitaliie af bive ngaime
Nativnally the Impact of Livenang Pravtices o the Availahdite aid Mobilue of Noopeagessional Man-
prower i Oveupaiions Where Shdl Xhorages Exisi (Princenm, .0
1968). ETA-ORR -5 Ti%, PR 178306 Summansed in Cveupationad Livensing Peantices aind the
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examination procedures and in the geographic immobility
licensing imposes on workers, often restricting movement
even within a single State.

The Manpower Administration then commissioned two
followup studies: One by ETS of selected skilled occupations
in several Slates and cities; another by Michigan State Uni-
versity to devise procedures for collecting national data on
licensed occupations. The report on these two projects was
largely a result of the ETS study.

The growth of licensing, the study found, has been ™a hap-
hazard, uncoordinated, and chaotic process.™? Licensing
and certification are often confused. Licensing gives u legal
right, conferred by some agency of government, to an indi-
vidual to practice an occupation. Certification or registra-
tion rarely provides a legal right. In the two basic patterns of
certification (nongovernmental means of granting recog-
nition), (1) the professional association handles certification
(as with dietitians and occupational therapists): or (2) an
ostensibly independent agency is created by one or more pro-
fessional groups. An example of such an agency is the Board
of Registry of Medical Technologists which is under the
control of the American Society of Clinical Pathologists who
hire the technologists, ‘

Licensing often has profound. unanticipated conse-
quences, as in education. where the curriculum that prepares
people for licensing is inevitably controlled by licensing
standards, which are in some cases ridiculously outmoded.
Educational credentials are frequently i reguirement for
licensing. Courts may decide, however, that demonstrated
competence on the job may be substituted for formal trai

nts and tests used by licensing
boards have come under question. Often neither actually
reflects wiiat is required in the performance of an occupation,
but are imposed by boards in order to limit the number of
people in the occupation, upgrade the status and rewards of
the occupation, and control the types of people who enter
{especially minorities and women).

EEOC guidelines state that “the use of any test which
adversely affects hiring, promotion. transfer. or any other
employment or membership opportunity of classes pro-

HBemamin Shimbery, Barbam F. Fawr, and Damel H. Kruger. Qviupationad Licemsimy wend Pubiln
Policy |Princeton, 5.0 Ed wasl Teshing Service, 1970 FIAORLE 5115 PH 21055 Ak
published as Oecupativnul Laensing: Pravines gned Poliewes (W oshingran: Fublic Atlairs Press, 1973),
p. i
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tected by title V11 constitutes diserimination unless (a) the
test has been validated and evidences a high degree ol utility
as hereinafter described and (b) the person giving or acting
upon the results of the particular test can demonstrate that
ative suitable hiring, transfer, or promotion proge-
are available for his use.” Instances of higher rejection
rates of women than of men would indicate possible dis-
al rejection rate bhased on o test
*must be relevant (o performanee on the jobs inguestion.”

‘Morcover, in the Duke Power Company casce, the UL,
Supreme Court ruled that educational gualifications and
tests as a condition for promotion to higher level jobs dis-
criminated against blacks and was therefore illegal. The
Court decided the tests must be job-reluted and properly
used. “History is filled with c=amples of men and women
whao rendered highly effective performance without the usuil
badges of accomplishment in terms of certificates. diplomas,
or degrees,” And again, the Court said. "Diplomus und tests
are useful servants, but Congress has mandated the common-
sense proposition that they are not to hecome masters of
reality.”

In another important court dec
Court for the Southern Distr
examinations used by the Board of
City had the “de facto effect of diseriminating significant|y
and substantially against Negro and Puerto Rican appli-
cants.” White candidates who took the exam received
passing grades at almost one and a half times the rate of the
other group, and on at least one important administrative
cam, they passed al twice the rate of the other group.
The study concludes that there s an urgent need for more
information about all aspects of licensing. as well as a need to
disseminate information about licensing requirements to
workers, counselors, uand curriculum spectalists,

The need is also apparent for an examination of the effects
of licensing practices on women. and the extent to which re-
quirements (cducational credentials, testing, interviews, ete.)
ap women in qualifying for licenses, It also needs o be
:rmined how many women sit on licensing boards, and
what the licensing status of “women’s occupations™ is. The
same inquiry should be made into eertification procedures.
Dissemination of infurmation to women and the counselors
of women on these practices will also help women gain aceess
to these Heensed and certified occupations, wineh are olten
desirable and rewarding.

ision. the ULS, Dhastrict

ict of New York found that the

tminers in New York
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10. OUTLOOK FOR PROGRESS

The Office of Research and Development ol the Employ-
ment and Training Administration has produced much
useful information concerning women workers. Some of the
findings have already served to improve women's situation,
but other courses of action, outlined later in this chapter,
remain to be pursued. Review of this great mass ol informa-
tion also suggests new R&D approaches of a procedural as
well as a substantive nature. These are discussed below,
Because R&D must look to the future as well as examine the
past, concluding comments are on the social and economic
trends and issues that can profoundly affect the future of
women, as well as the entire society.

Research and Development
Agenda

A Clear Focus on Women's Problems

Although manpower research and development projects
have yielded a large body of information about women,
various studies (including the comprehensive review of
program impact summarized in chapters 7 and 8) have found
that data on women are frequently lacking or incomplete in
critical projects, even when women were among the subjects
studied. In projects from which women subjects were absent,
possible applications of the findings to women frequently
have been neglected. Such projects include inquiries into basic

employer practices, such as job analysis, hiring standards, job
quallﬁcatlons assessment, upgrading, and job training. Nor
have inquiries, such as they are, into government practices —
licensing, apprenticeship, employment services, vocational
education, career education and guidance, staffing of public

agencies especially at policy levels — devoted much attention
to the effects on women. In view of these shortcomings, it
seems advisable to require, or at least request, that all
sponsored research and development include separate dataon
women when female subjects are present or, when no women
are included, that an exploration be made of the applications
or implications of the findings for women.

In the 1973 edition of Manpower Research and Develop-
ment Prejects,) for example, projects relating directly or
indirectly to women were rather numerous in some classes of
inquiry but less so in others. Among "Programs for the Use
and Development of Manpower,” those dealing with women-
related subjects were about 40 of the 203 listed, including the
25 projects dn:almg with welfare recipients. About 25 of the

| Manpower Research and Development Projects {Washington: 1.5 Depaniment of Labor,
Manpower Administration, 1973}

almost 200 doctoral dissertations dealt directly or indirectly
with women, as did about 19 of the 44 Special Target Groups
projects (including in the count all those on wellare recipients
and low-income workers).

In three other highly significant areas of inquiry, projects
related specifically or exciusively to women were only 4 of the
74 Manpower Program Planning and  Administration
projects. 5 of the 74 pm;u;ls on the Labor Market (3 of them
on worker attitudes) — and 2 of the 38 Manpower, Eco-
nomic, and Social Fnliuc..s studies.

To facilitate the retrieval of information
projects should be indexed to indicate not only those that (1)
deal specifically with women but also those that (2) dea! with
other subjects but contain information on women. T his would
also muke it casier to determine in which arcas research on
women tends to be concentrated and in which areas a
deficiency of research may exist.

Clearly. more attention should be paid at policy and plan-
ning levels to the applications of R&D to women.

The feasibility and desirability of setting upan institutional

manpower research center on women should be explored.
Such a center might assemble information, determine need,

(1 Women,

~ conduct research on women workers. and encourage other re-

searchers to include women subjects in their studies. The
center would endeavor to supplement and stimulate the
research of others, rather than replace it.

Short of establishing such a center, a clearinghousc or infor-
mation retrieval center, operated cither by the Department of
Labor or an outside contractor, should be considered. A cen-
ter of this kind would be expected to deal with a full range of
research on women workers, including vocational, carcer,
training., education, and guidance subjects, as well as tradi-
tional labor market topics. 1t would assemble research froma
variety of sources, including the Departments of Labor (Em-
ployment and Training Administration, Women’s Bureau,
Bureau of Labor Statistics), and Health, Education, and
Welfdre, N;umnal lnsmulg of Edugulmn thc EEC)C‘ the

estabhsh women's advxgury commmeu wnhm dll ;;,nv::m—
ment agencies, as well as organizations outside government.

Observations and conclusions about specific projects,
which appear in the main body of this research, will not be
summarized here. The following, therefore, arc only a few
general observations and recommendations.

New Research and Development

Labor Market Eludles Because changes in the agg,rc:gjdlt.
demand for labor are largely responsible for the histo
changes in the labor market status of women. more specific re-

search should be directed at the impact on women of
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as r;ﬂeu;d in unemplnymcm rates.? The pol:tlcal 1mphg4=

tions for women of their dependency on market demand
should also be explored. If women are as dependent as history
suggests they are on the macroeconomic factors that create
aggregate demand, then the political energies of women
should be focused more on full employment legislation and
economic planning designed to sustain high levels of demand.

Women also have a stake in-directing demand into neces-
sary public services where employment opportunities for
women are likely to be greatest and where they are likely to
benefit as consumers as well as workers,

Further inquiries are needed into the effect of the rising
employment of women on the sharply declining labor force
participation of men, especially those age 50 and over. To
what extent does the entry of women into the market permit
males to drop out, and to what extent does it tend to push
lhem Dut"

Althuugh dam on mdmdual ﬁrmb are submntt:d to EECNZ
the names of these firms are not available to researchersor the
general public. Certainly data on the practices of specific
private employers should be as much a part of the public
record as are data on government employers, The availability
of such'data would greatly facilitate the task of identifying and
eliminating discriminatory practices.

Ideally, interested groups of women workers would be
encouraged to use such data to examine equal opportunities
within the firms where they work. Lacking such data, they
miéh[ be *ncguragcd to conduct their own studies of employer
th respect to the hiring, job assignment, compen-

sation, bene,ﬁl;i training. and upgrading of women. Support
thr such t;f’fom dnd fur res ,Aﬁ:h on thL pracéss Sﬂd impact ﬂf

hrma wuuld bt: i whull} dppmprmte funclmn n! gnvu'nment
research and development.

Studies of firms, employers, and industries, even when
names are not disclosed, can contribute to our general under-
standing of sex di nation. A study conducted by

~ Jerolyn R. Lyle for EEOC found, for example. that in 10

companies, at least a third of managers perceived women as
less decisive than men, less aggressive, less committed to a
career, less likely io use independent judgment, less
iﬁlél’EStEd in SELkiﬁg rtspunsibiiityi and less ccmpetitive3

had hlgher [urngvgr rdtea ;md absemee ratcs [han men.
Such studies offer concrete, tangible evidence of employer
altitudes that may affect their’ abc’r prai:tiéesi and they point

practlcesg )

) lﬁhwnu!ly the job prnhlzmi of women trunscend Tull employment, as the status of women in the
5 indicates (Tully emplayed, yetinierior). Full emplayment merely provides the necensary hase
liich 1o build oppartunity and cyuality.

1], R. Lyle, “Alfirmative Action Programs for Women: A Survey of Innovative Frograms.™ Report
submitted to the Office of Ressurch, Equal Employment Opportunity Commission, under Contract 71-
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The study of grading, upgrading, and other employer
practices with three firms, reviewed in chapter 2, also
provides vital, tangible information on practices affecting the
job status of women. Such studies should be directed
especially at employers in high-wage industries, where the
greatest opportunities for women presumably exist,

Antidiscrimination Agency Data. Although EEOC and
other agencies charged with enforcement of antidiscrimina-
tion laws deal with matters of direct and vital concern to

- women workers and have access to much of the basic data on

employer practices, a very limited research capability is
apparently present in these agencies. It would appear, there-
fore, that greater effort should be made by researchers
outside these agencies to focus on t'. operations, impact,
and needs of antidiscrimination laws and enforcement

agencies.

The Earnmgs Gap and Benefits. Efforts to determine the
residual gap in the earnings of men and women, which may
be attributable to discrimination, are often unintentionally
misleading. Although this residual may be attributable to
certain forms of employer discrimination, other sources of
discrimination also make large contributions to the total
earnings gap. A variety of social institutions, including job
training and preparation institutions, discriminate against
women by perpetuating role stereotypes that have vocational
consequences. School, church, family, and the mass media
are among those who discriminate. When the total range of
discriminatory practices is considered, discrimination may
account f'm‘ virtually all nf' the éa'fnings gap Emplgyer dis-

t:hangmg emplayment rc,xle;s Df’ women. Emplnygr pmcncea,
therefore, undoubtedly remain the single most significant
source of sex role stereotypes and discrimination.

The employer view that women are less committed, able,
or productive workers than men needs carcful examination,
Ironically, much of the earnings gap may be more
attnbutable to a superlgr rathgr than an inferior,” work
For example,
Henry FDfd msmuted the SS ddy to rcducc qunl rates among
men and reduce drinking and moral inproprieties which
interfered with work and with what Mr. Ford regarded as a
proper code of conduct. *Only family men deemed worthy
would be admitted to the “profit sharing” of the $5 day.
Women, who had been averaging $2.07 a day, were not
included in the $5 day. When Ford was asked why, he replied
that he thought they would get married. In fact,
women . . . were not likely to drink and fail to show up for
work. They did not jump from job to job. So there was no
reason to include them.™ Ford’s 10 percent a week turnover
was reduced to 3 percent by instituting the $5 day for men,

'R Canot, American thiymey (New York: Hantam Hooks, 1974, p. 227,



,chers clalm isin fact true, thdt women's earnmgs sufft:r
1] th:y remam commlttﬁd steady, dbli‘ wcrkers, even

Ent' rates) MD!’EDVE!’ they appargmly pn:&-s thelr bar=
aining position much harder than females do. If employers
wish to retain males, and keep their productivity relatively
hlgh ‘they may need to pay them higher wages. The same
may not apply to women workers. The problem, then, is not
that women are less committed workers than men, but that
they may be too committed and undemanding, and there-
foré less able to increase their compensation.

- ‘The benefits gap between male and female workers (and
ronworkers) has been the subject of relatively little inquiry,
at'least compared with the attention given the earnings gap.
“These benefits are income substitutes and, as such, deserve
“the same attention as direct payments of wages and salaries,
~Inquiries should include attention to unequal benefits
(pensions, etc.) within specific firms, as well as the total gap
. between benefits received by males and females in the
" economy,

- Notes on Occupations and Classes. Folicy positions. What
“-is apparent in the research on women and work i5 that a

priority need exists to place women in high policy and
“~‘managerial positions, in more than token numbers, as a
. .means nf more du'ectly mf'luen,,ng msmutmnal pcln:y on

'mtentmnal systemlc dlscnmmatmn (hlrmg thmugh

“ ‘contacts”), “old boy™ networks and subcultures, formal job
requirements, travel and time demands.
& The pnsition of tha singleﬁ, unmarried woman alsa needs

_ policy posts are single women, special barriers may exist to
- their upward mobility, such as the attitudes of others and
networks-of-associates-which. are often different from those
-of married men and women. Such .etworks may help or they
»may-hinder their rise. In any case, because contacts are so
vital at policy levels, more information about the work and
ocial networks of bcnth single and married women should be
scqmred
Womtn at high pﬁllcy levels are perhdps especially needed

“in those organizations and public agencies concerned with
+vocational education, licensing, apprenticeship, manpower,
" career guidance, job placement, personnel operations, and.
“'graduate and professional education (especially at the
- doctoral level).

Working class. A good deal of research attention has been
~-devoted to professional/academic women, who are at the top
-‘-;'vof the job status pyramid, and to the poor and welfare
" recipients, who are at the bottom of that pyramid. There has

been a dearth of research on women who fa]l bstwcgn these

“class, These women work at urdmary blue and whnte-cnllar
" jobs, and they may be either stable or marginal workers, but

Q
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they are not usually poor or on welfare. Though this group
makes up ‘the vast majority of women workers, only rarely
have they begn the; 5ub_|e¢:ts Df reséan‘:h and developmem
least visibleg Ygt their attitudes and their wcu-;k have serious
implications for both the labor market and the women’s
movement.

Homemakers. Because homemaking is an occupation
much like any other, and homemakers obviously contribute
to national production directly and through their husbands,
children, and communities in which they function, it would
seem appropriate (1) to consider their contribution in
calculations of the gross national product and other
measures of national productivity; and (2) to consider them
part of the labor force in allocating public resources to labor.

The CETA Program. Without carrying out a second, and
very different study, of the female experience in CETA (see
chapter 8), this reviewer cannot draw conclusions about
CETA research and development needs.

What is strikingly apparent, however, is that (1) data on
women in CETA need to be collected and analyzed;
(2) women staff or participants within individual prime
sponsors and prcjects need to fcrm core gmups for purposes
gmgps shguld Dpzrate alsg at the natmnal polu;y level
helping to shape and stimulate research, development, and
projects suited to women's needs; (4) to stiniulate such
activity, local core groups might review the contents of this
document, and others, to extract the data and analysis most
appropriate to individual cases; (5) consideration should also
be given by such core groups to the possible uses of outreach
to homemakers, community women, and consumer groups,
especially through leaders of community organizations,

“Knowledge and Policy in Manpower.” A report on the
Manpower Research and Development Program of the
Department of Labor, Knowledge and Folicy in Manpower,
recommends actions with respect to program content that
have 1mpllcauons fnr wnmens StUdIES s ThEse mclude thg
fallDng -

1. Opportunities to build upon current knowledge

Longitudinal labor force research. This reviewer's experi-
ence with the National Longitudinal Survey data tapes
suggests that ways should be found to improve the utiliza-
tion of the data tapes by researchers outside the Center for
Human Resource Research at Ohio State University, which
makes the tapes available. Conferences and meetings with
NLF staff, together with other users (and potential users)
might help to identify the many problems these users may
experience in handling the tapes. Other consultation services
should also be extended to users, Such services and
consultations have fallen far short of need.

Noneconomists should also be encouraged 1o make greater
use of the data, Their questions and communication style
will probably be different from those now in common use,

‘A.mm lrdgr and P{l”ﬂ in Mﬂﬁpﬂh‘?r A Srudy af lhr Hanﬁuwrr Research and Development
Program in the Depariment of Labor (Washing Mational Aeademy of Sei 1975). ETA-
ORD--NTIS, PB 249694/ A5,
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and the difference might enrich the uses of the data.
Concerned women (as individuals or groups) should also be
involved in formulating questions that researchers, using the
dafe” might examine Reseerehers and teehnieians r;flen

women’s issues, can beﬁeﬁt frem the pehey guldanee ef [heee

'_eloeer to lhe scene. Gften the researcher queslmm pmwde

: vthe style of r:om,rnumcet;on (verbal, as well as numeru:) may
ebseure its usefulness.

. Empirical and theoretical studies of labor markets. “These
-sludnes should address: (a) the impact of institutional policies
and practices, espeenally those within firms, on occupational

effective utilization of manpower resources and (b) labor
_market operations, with more intensive application of the
methods of social science disciplines other than economics.t

The implications for women'’s studies are clear: inquiries
ought to be made into institutional sex discrimination.

Stucdies of the labor market problems of the disad-
vantaged. Such studies would address cultural factors,
attitudes, aspirations, and beliefs of women with respect to

work.

2. Opportunities for new knowledge related to continuing

issues

" The demand side of manpower problems. Such studies

would address, for example, the effect of changing
technology on the employment of women.

The effects of collective bargaining and labor agreements
on manpower utilization. Studies might measure the
influence of unionization on the pay and conditions of

"~ women workers.

The interrelationships between manpower policy and
other social and economic policies. These studies would
include inquiries into such subjects as the effects of aggregate
demand, tax law, social legislation, and other policies on the
economic status of women.

3. Opportunities for knowledge on developing issues

The implications of continued high levels of inflation for
manpower development and utilization and for the effec-
-liveness. of .various.labor policies. ... . . .

The impact of the unemployment insurance system on
levels of unemplaoyment.

" Illegal immigration and its impact on labor markets.

The behavior of political units under CETA.

The impacts of various Department of Labor regulatory
activities on manpower development and utilization (as
Federal contract compliance, equal pay, and age nondis-
crimination laws),

The impacts of increased labor force participation by
women. “The most significant impacts to be explored involve
manpower utilization within firms, employment discrimina-
tion policies and enforcement, and family incomes,”’

The Cnmmuni:ations Gap Althczugh lhe development of

too ei‘ten the result is mere obseurenuetjargen, beth numeric

*1bid., p. 36.
nbid., p. 38,
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and verbal. This lack of clarity is found in research on
women and wark as in mher aeademie rcseareh :md it acts

solvmg@
If seeiel seierlee researeh 15 to eentribute te our common

musl be made on the mte!!nglblllty of aeedemle communica-
tions. Clarity, simplicity, example, explanation — the basic
elements of style — are requirements that publications
subsidized by public funds should be expected to meet. The
Federal Government, in its wisdom and practical concerns,
might perform a useful service to the academic community
and its audience by requiring comprehensible com-
munications from social scientists.

The communications gap might also be narrowed by
encouraging research that connects more directly with the
realities and practical needs of programs and field opera-
tions. In this way, the communicators may be more closely
attuned to the vocabulary and concerns of their readers.

As for publications distribution, the required forms of
government publications might be questioned, and the
tmposed limits and restrictions that tend to make publica-
tions less attractive, less readable, and less physically man-
ageable (weight and size).

Let's Do Something! |

CHILD CARE

arranéements mey m;ike it dlfﬁeull or lmpe blblﬁ ﬁ;&r mgtny
women to work and (2) that most women prefer noninstitu-
tional care for their children. Women's preference for having
their children cared for by their own or neighboring families,
rather than in institutions, suggests that public support for
ehild care shcxuld enable women to ehoase heme rather than

Education/Training

A formidable barrier dividing the traditional occupations
of women and men in our society is technology. Ours is a
[eehﬁelegieel seeiety that men alene have created,
auto and aerospace
vehneles‘ skyserapers. electmme dewees ete, To cut people
off from technological knowledge as women have been cut
off, is to virtually deprive them of participation in the
development of the technological society, except as
bystanders and button-pushers. Yet throughout their general
education, the cmly veeﬂtmnal sklll or knewl;dge most
women
gperauen ef typewntera; eewmg meehmes. and cars. Even
then, their knowledge of how such machinery operates, on
what principles, is extremely limited,
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: fuse WQmen mmmunly pursue technologicul subjects
1 societies, we can assume that the aptitude,
1 ind need are perhaps equally present in American
siien and greater, in any case, than is generally recognized.
e:need is not only for vocationally oriented skills and
owledge, but for understanding that will alter the almost
otal dependency of women on the men who develop and
epair-the technological devices that shape our lives. Such
-knowledge should not be specialized and purely vocational,
it on the contrary, should be as much a part of the common
learning of females as are the liberal arts.

~Some recognitior should also be given to the fact that
‘much technical knowledge is acquired at home, by fathers
'WhD rﬁay teach their mns, but mrely lheir daughtérs lhﬁ use

éomg m *shop™ and mher tt;c;hmcal pmgramh in publlc
- -schools with significantly less preparation for them.
- Attention also needs to be directed to the role of mathema-
- tics as a “‘critical filter,”
““entering technical, scientific, and various occupations where
nath is prerequisite. Females are less likely than males to go
“‘beyond the required math courses in school, and they are
“more likely to suffer math anxieties that limit their job
‘options. Programs to reduce these anxieties may be useful, as
“. well-as programs for making math instruction more compre-
~ ‘hensible and much more closely related to the specific tasks
-~ performed in occupations requiring math. Furthermore, job
~-analyses " of technical and scientific occupations might
- indicate the extent to which the varieties of math are actually
_’used on the job, and might thereby make some of these
" occupations more accessible to women.
" "The scope of this review has not included an examination

" are intimately related to the work opportunities available to
" women, they fall within the jurisdiction of the U.S. Office of

“Education rather than the Department of Labor, and deserve
“'a far more comprehensive treatment than could be provided
= here. .
- "It might be noted, however, that women are now half of
. enrollees in vocational education schools, but they are

. or “women’s work." Half of females in vocational education
~ are in home economics, and another 25 percent are in office
practices.

' Alsu worth noting is thg f{mt thal cf 400 area chcaticmal

economics taught in vocational schools tends to

addfess the domestic roles of women exclusively, neglecting
“"tolesin the community, politics, consumer activities, learn-
rmgi and organizations.

¥

The home

Employment

_The outreach approach to.recruitment- tmmmg place-
ment has proved successful with minority males in appren-

" ticeship and skilled trades programs and with minority
femnales in technical-professional occupations. The approach

Qo
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. of career and vocational education. Although these subjects.

;—;ccnﬁnediargely,to programs leading to nonmarketable skills .
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should be equally applicable to other jobs and to those white
women who are also unable to find suitable employment.
Relative small progiams that are active in job development
and that are tailored to the needs of both employers and
women would presumably be as effective with white women
as with minorities.

Group supports have been effective with black women
whn ne;d jabs ju:.t as tht;.y have been with pc;c’:plc. whn fﬂc;

tl;lrbztm':c:tii alcohah;m, addlctmn. eu;i Jc‘)l:‘r,ﬁnihru5 clubsi
hased on group supports, have also had succ R
Psychologist N. H. Azrin, for example, set up a jobfinding
club in Carbondale, Ill., and recruited 120 people who had
been jobless an average of 6 months. Half joined theclub and
half received no special help. Club members had special
counseling on preparing resumes, checking want ads,
lracking dawn Gpenings dﬁd dealing with discﬂuraggmsm

pEl‘i:(;nl, of club m;mbers had ngs, twice thc: rate nt the
control group. Club members received 33 percent higher pay
than the controls. The project was extended to jobless mental
patients, former alcoholics, and retarded and handicapped
people. Placement took longer, but 90 percent reportedly
found work.

Since many women (as well as many males, and younger—"
and older workers) need or prefer part-time work, and since

recession emphasizes the need for shared work, major goals

-of job development might be: (1) the creation of more part-:

time jobs, especially in the primary fabor market; (2) the
upgrading of part-time work to benefit levels commensurate
with full-time work.

Also, because women prefer and are more likely to take
jobs close to home, the possibilities of locating more jobs in
residential neighborhoods, and especially in community,
health, and education services, should be explored fully.

Organizing
Perhaps the most unexpectedly neglected subject relating

to women and work is “organizing,” and two of its specific
forms,

“unionizing” and “politicizing.” Federal legislationhas
sponsored, or facilitated, organizing efforts among the dis-
advantaged in antipoverty and community programs, so it is
equally appropriate that sponsored research explore the rela-
tionship between women's job status and organizing efforts
almEd at thenr spemal ngeds

‘Not Everynne can bs tramed and plac:ed in the most
desirable jobs. There are too few of these jobs to go around.
What remains for those who cannot move up is to change
and upgrade the jobs on which they work. Unionization has

¥ wgll Sireet Journal, Jan. 27, 1976, p. L.
*Caralyn J, Jacobson, “Women Workers: Profile of s Growing Force,” A FI-CI0 American Federa-
thonist, July 1974, p, 7.
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been an important vehicle for upgrading jobs and the
.benefits. offered. workers.
More information is needed on thu ways in which the

: ~'polmmzmg of women and organized efforts to raise levels of
-~ -consciousness have influenced their work and their lives.
~..50cial benefits and employment
.. allocated in response to organized pressure groups. The Civil
. ~Rights Act dnd its antidiscrimination coverage are them-

-selves evidence of such responses.

benefits are usually

\ Indeed, few benefits,

~public or private, flow to any group without the exercise of
organized influence, and the general rule is applicable in the
case of larger political demands (such as high levels of
aggregate demand) as well as more specific benefits targets
(such as the provision of public day-care centers).

“Manpower” and Related Terminology

The dominance of males in the labor force historically has

— tended to masculinize the vocabulary of occupations and

‘work. As noted in chapter 9, the Employment Service has
made an important stride in neutralizing work terminology
by revising the Dictionary of C)u;upmmnal Titles. Another
important step has been made in changing the title of the
“Manpower Administration” to the “Employment and
Training Administration.” Despite this change, references to
“manpower” are still commonplace and may remain so
despite efforts to diminish its use. The term “employment
and training” cannot always and easily be substituted for the
word “manpower.” Indeed, no single-word synonym exists
__which can be substituted for the various uses of the word.
Consideration should be given, therefore, to devising a
suitable synonym, “Laborpower” is one possibility, but there
are others. Whatever the case, continuing efforts should be
made to strike the word “manpower” from the vocabulary of
employment ai‘nd training becausc; nf' its sig;,ni!'icancc: as a

_The Uncertain Future -

Employment trends do not tell much about the labor
" market prospects of women. Indeed, the social currents that
produce these trends are complex and unpredictable enough
to baffle even the most expert forecasters. At best, they can
say only that [f current trends continue, they will affect
women in specified ways. They cannot say that the trends
will continue, for they cannot foresee the possible inter-
ference of war, revolution, energy crises, new technologies,
new values, and natural disasters,
Current trends in technology continue to open jobs to
women by substituting machines for muscle. Blue-collar jobs
have become more accessible, although women’s participa-

'“Edu@rl Note. — But for the penistence of un editor (femile, be it aated), the word manpuser
would net have appeared in this publieation atull except when enclosed inguotitisn marksor part of a
formal title. The editors reluctance to secept "laburpower,” which the suthar lavared. stemmed friom

. the lagk of consensus about an aceeptable synonym, and the resulting danger of running atoul of
charges of adding to the jargon that pervades the socisl sciences in manpower as well as other ekls.

Nevertheless, the authar should be eredited with a valiant effort tu heed her own injunchion abuut lh7 3

search for 4 synonym. Readers may add the tyranny of editors to their list of compluints.
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tion in the skilled trades is still minimal. Technology has also
— most - nmably with affice machines — opened jﬂbs to
open new jobs and close old onesg but it is hard to foresec
which jobs will be affected, since technology may strike as
capriciously as lightning. Though women will be, in a sense,
again “struck™ by technology, no strong trends are yet
apparent that they will have much greater access than in the
past to the mysteries of technology, finance, organization
management, private and public policy.

Trends that may open atypical jobs to women include:
(1) Anoversupply of highly educated women who, in a better
market, would enter teaching, but who may be compelled to
seek work in managerial and other atypical occupations;
(2) a growing interest among blue-collar women in the
skilled trades; and (3) greater participation of women in
politics, law, and the legal means of opening restricted
occupations. ]

The development of a service society over the past decades
has also braught many women imcn the labor markét but the

such Dcc‘upatmm depﬁnd, pmbably more than cher;i on
affluence and growth, their future strength is highly
speculative.

C)ne of' the rﬁajcr Gc‘cupatioﬂs of women, téaching. is,

fewrﬁ:r r;:hlldren women ha,ve, the f;wergnbs_wnll be avanlablf;
in teaching and other occupations that’sérvice the voung,

Yet the decline of husband-wife families as a propor: n of
all households, from 71 percent to 67 percent in the 5 years
beginning in 1969, suggests that women may become increas-
ingly available for careers.!! One in three adults is now single,
widowed, or divorced. Other figures also indicate upward
trends in the labor force participation of women. In
husband-wife families, the number of working wives
increased 205 percent and working husbands 27 percent
between 1947 and 1975.12 In 194K, 26 percent of working
wives with school children worked, and in 1974,.51.2 percent
worked.

Women's prospects obviously will depend heavily on the

"’strcngth 'of‘aggrégate demand and on thcir‘orgaﬁnized ability ~ -

,,,,, school, and
wnrkplace ln a 5trcmg labor markgt women wuuld alsa be
much more mclmed to unm i

po[;nt sector of lh(‘: market.

Ev&n if futurf: leﬁd§ Cii!lild be predicted reli:lbly thr: most
wnth what will be but wn:h what slmuld be. Thcse issucs
cannot be ignored, though they go far beyond the intentions
here. Equity for women has been discussed within the
existing system, its market and its institutions. The system
itselfl has not been assessed.

While more and better jobs are sought for women, over the
long run questions must also be raised about the extent to
which the jobs most people have are obsolete and/or
undesirable, and the extent to which the hours people work

“iJuanits Kreps, The New York Times, Apr. 19, 1976

2iall Strert Juurnal, Feb. 2, 1976, p. |,
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- that the profit motive has led to capital- and ¢

“and byproducts

should be reduced rather than increased. To what extent are

~many products needed or wanted? Of those that are, to what
. extent can they be produced by new technology rather thun

. human labor? To what extent can and should individuals
- perform most services for themselves — perhaps better than
others can do for- thm? To what extent is the voluminous
paperwork generated by office workers and professionals
expendable and disposable? To what extent can administra-
tors and managers be replaced by various forms of sell-
government? '

Shauld saciely allow the expert knawlcdge and skill of the
to be increasingly
hoarded ancl mangpgllzecj, as is now tht; case? Because most
Df this knowledgﬁ: is pmduced i'rc)ﬁi public s ub%idic:'; s"h(ﬂlld

Dnly allcswed but encmurggad? Are !'m’mil,l ;chnnls gmd
teaching to a large extent obsolete, given the pervasiveness of
written, visual, auditory, and experiential sources df
knowledge?

Does society want, and can it afford. to reduce greatly the
number of hours people work, especially in jobs that otfer

' fewest imrinsic réwards" and lead to thc grgatex;l work dis‘-

Equnable dmsmn Gf lhe: lgbgr pf;Dplc arc asked to erlm‘m.

“as well as a more equitable distribution of national income

and wealth? What social policies would lead to ampler and
cheaper housing, food, and other living necessities?

"To what extent can new technology and capital intensive
industry relieve us of unwanted labor? Commoner claims
gy-inten-
sive technology, thus wasting energy and creating shortages
of capital and surpluses of labor.'* Although the products
of the profit motive may often be
undesirable, can these not be reshaped by public policy,
while retaining the advantages of technological substitutes
for human labor?

What does and what should soclcty value? How can
human experience be made more joyful. meaningful. sccurc?
In what ways is work only a component part of what one
might call a life force. which encompasses all of human

~-activity, and to what extent is this lifc-foree ‘nourished, or

:

NHaryy §. Commaoner, Energy dnd thy Econicinic Crisn (New York: Knopt, 1976)
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weakened, by the excesses of competitiveness, authority,
materialism, stratification, and the work cthic that may be
found in the marketplace? How can rewarding and trusting
relationships among people be encouraged and enriched.
especially among those of diverse social backgrounds? How
can opportunities for artistic and self-expression be made
more widely available to people? .

Huw canan unmmgd nmr’kr:t'\'— dgvastzuin;;_ i'i"nrmct on éilics
.saumulgumn m mmmumly carmg? Whgu gnbmut the com-
munity force, the volunteer force, the learning force? Must
they always be eclipsed in national priorities by the demands
of the labor force? How can sociely move away {rom
arbitrary authority and toward self-government in all aspects
of social life?

These and other questions, although they may scem wholly
extrancous here, must inevitably be dealt with in considering
the future of the labor market. They arc perhaps especially
relevant to the subject since women have playved such a
central role in the community — in determining human
values, in dealing with individuals as whole people rather
than as segments of work-home-school, and in vitalizing the
society’s life force.

These are lungﬁ—r.méc. concerns and are meant to suppl&
ment, and certainly not distract from. the pressing and legiti
mate concerns about equity for women in the existing system
and its labor market. !

The consequences of a commitment to low Eruwth con-
servation, and the principle that “smail is beautiful” can
work grievous hardships on’ women, minorities. the
unemployed, and others if this conservationist reevaluation
of work is not balanced by 4 significant redistribution of
national income employment, and resources. ’

Whatever the future may bring! it should be a matter of
some comfort and pride to women that their general posi-
tion in the lubor market has tended over recent decades to
improve rather than worsen, Most importantly. women have -

increased their options, their opportunities for independence
and autonomy, and their ability and right to pcltnrm tasks
previously - forbidden them. The democratic ideology,

economic growth, and the law have become increasingly-- -

suppnrtlw of their new roles and opportunities. even though
ings gap between males and females has widened
t and even though women are still victimized by
stereotypes.

AUTEFEMRFET FETRING oFFlLokr 1017 =7 3=060 00T



Wﬁe:_e' to Get More Information

For more information on this and other programs of research and development funded by the
Employment and Training Administration, contact the Employment and Training Administra-

n, U.S. Department of Labor, Washington, D.C.

ﬁ‘:r Employment and Training whose addresses are listed below,

Location

John F. Kennedy Bldy,
Hoston, Mass. 02: ?(’Jd

1515 Broadway
New York, N.Y, 10036

P, Bux 8796
Philadelphia, Pa. 14101

1371 Peachtree Street, NE.

Atlanta, Ga. 303049

230 South Dearborn Street
Chicago, 1. 60604

911 Walnut Street
Kansas City, Mo, 61106

;
Grittin sgure Bldu,
Daallax, Tex, 75202

. 1961 Stout street
Denver, Colu, 0294

450 Golden Gate Avenue
San Franeisea, Calif, 94102

909 First Avenue
Seattle, Wash, 98174
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States Served

Conneeticut
Miine
Massiachusetts

New Jl’T‘SU}E
New York

~Canal Zone

Delaware
Miarylind
Pennsylvania

Alibama
Florida
Cierorzia
Kenturky

Hlinois
[ndiana
Michigan

Towa

Kansas

Arkiansas
[.ouisiana
New Mexico

Colorudo
Montiana
North Dakota

Arizonn
California
Hawau
Nevida

Alaska
Idaho

3
o

20213, or any of the Regional Administrators

New Hampshire
Hhode Island

Vermont

Puerto Rico
Virgin [slands

Virginia

West Virginia
[hstrict of Columbia

Mississippi
North Carolina
South Cirolina
Ternessee

Minnesota
(hio

"Wisconsin

Missouri
Sebraska

“Oklithoma

Texus

=auth Dakota
Utah
Wyoming

Anerican Samoa
Guam
Trust Territory

Oregon
Washington



